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ABSTRACT 
Tlie objective of the present investigation was to study organizational 
commitment and job satisfaction as a function of self concept and organizational 
identification. The rationale of present piece of empirical investigation was with the 
view that self concept and organizational identification—the two predictor variables 
were not studied earlier in relation to organizational commitment and job satisfaction, 
especially in Indian context. Self concept in view of the present investigation was 
highly im]3ortant in all work situations as it is always considered to be the key of 
success even in work organization. And moreover, success in work organization is 
also most likely to be reflected by organizational commitment and job satisfaction. It 
was further contended that organizational identification too was found to be an 
important predictor of organizational commitment and job satisfaction. Since, the two 
predictor variables which were taken for present investigation were not studied 
earlier, hence, it forms the novelty of the present endeavour to fill the void of 
knowledge, by extending significant contribution in the area. 
In carrying out the study the sample of university teachers were selected from 
across various faculties and hierarchical levels were randomly. For measuring 
organizational commitment a scale developed by Shah and Ansari (2000) was used; 
for job satisfaction, a scale developed by Porter (1961); for-measuring self concept—a 
scale developed by Mohsin (1976); organizational identification—a scale was 
developed by the researcher herself were used and for taping information with regard 
to biographical informations of the respondents, a biographical information blank 
(BIB) was prepared and used. 
In analyzing the data, step-wise multiple regression analysis (SMRA) was 
considered to be an appropriate and be-fitting statistical technique. Therefore, this 
technique was applied to determine or isolate the significant determinants of 
organizational commitment and job satisfaction. SMRA statistical technique has the 
advantage of using the entire data in analysis. 
The findings of the study have been presented in Chapter-IV under different 
20 tables. Through SMRA, there was the objective of getting in-depth information 
with regard to tlie significant predictor variables of the two criterion variables viz., 
'organizational commitment' and 'job satisfaction'. 
The main findings of the study are presented here, these are as follow: 
'Organizational commitment' is significantly determined by three predictor 
variable \iz., 'self-concept', 'organizational belongingness' and 'organizational 
identification', whereas 'job satisfaction' was predicted by only two predictor 
variables i.e., 'supervisory behaviour' and 'organizational identification' for 'total 
sample' of imiversity teachers. 
As far as sub-sample group of 'Assistant Professors' is concerned, :t is 
evident that 'organizational prestige' and 'autonomy in organization' is found to 
predict significantly to 'organizational commitment'. While, 'supervisory- behaviour' 
and 'organizational identification' are found to determine significantly to 'job 
satisfaction'. 
For sub-sample group of 'Associate Professors', it is found that five predictor 
variable viz., 'self-concept', 'organizational prestige', 'organizational belongingness', 
'transparency' and 'organizational identification' emerged as significant predictors of 
'organizational commitment', Whereas, for 'job satisfaction' only one predictor 
variable namely, 'organizational identification' emerged as significant determinant. 
The last category of teaching faculties is that of 'Professors', Professor 
overall 'organizational commitment' is found to be significantly predicted by 'self 
concept', 'promotional opportunity' and 'organizational identification', While, overall 
'job satisfaction' was found to be significantly predicted by 'supervisory behaviour' 
and 'transparency'. 
Li a nutshell, it is to emphasize on the basis of the frequency of the 
occurrence of the significant predictor variables that over all 'organizational 
identification' influenced 17 times to different criterion variables whereas, 
'supervisory behaviour'- 14 times; 'organizational prestige'-10 times; 'transparency'-
9 times; 'self concept'- 7 times; 'autonomy in organization'- 6 times; and 'employee-
centered management' and 'promotional opportunity'- 3 times each. In this concern, it 
is imperative to mention that all the predictor variables were found significant but 
they differ in their fi-equency in significantly predicting either of the two criterion 
variables eind their facets. The fi-equencies of the occurrences of each significant 
predictor have already been highlighted above which have been discuss in detailed in 
the main chapter of the thesis devoted to results and discussion. 
At length, conclusion, implications and suggestions have been given in last 
chapter (Chapter-V) of the thesis. The conclusion have already been presented above 
and in describing the implications of the study it has been highlighted that the findings 
of the present investigation have its great use in improving organizational 
effectiveness through enhancing workers organizational commitment and job 
satisfaction by properly taken care of significant predictors, especially which a'-e 
occurring successively with the greater frequencies. In view of the findings, a few 
suggestions have also been given which may help in designing and conducting similar 
empirical investigations in future. 
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yiuman being is a dynamic entity which is instrumental in changing the environment. 
Man and environment interface is one of the most significant aspects for any sort of 
outcome. It is evident from the history of mankind that men have always struggled to 
fulfill their needs. At the very initial stage of 'stone age' the stones were used as a 
major tool in killing the animals and even for lighting the fire and performing some 
other activities but gradually, this scenario started changing and passed through various 
phases of development and now the world has entered to the cyber era when one can 
think of a thing to be done, it is done and subsequently, such cyber culture influenced 
work outcome, work related behaviour and socio-organizational values and culture. 
In tlii; domain of work, it is witnessed that performing job activities has passed 
through various phases starting from manual to more and more sophisticated 
automation and at present reaching to such a height of cyber culture where there is a 
high level of dynamic function. Industrial revolution can be considered as one of the 
major and significant turning point in the history of world of work which took place in 
1750 in England and there-after spread over the entire European and American 
industrial setup and later, gradually to other parts of the world. Industrial revolution 
was an out(X)me of the need of the time as mass production was necessitated for the 
fulfillment of human increasing needs and desires because there was a sharp trend of 
increasing population. Hence, the saying comes true that 'need gives rise to innovation 
and development'. Such development was not only witnessed for industrial and 
organizational sectors but also in different other spheres, especially agriculture sector 
where innovative approaches have given tremendous rise in the output of agriculture in 
many ways. It is a matter of the fact that men have always worked right from their 
existence on earth but the question of employees efficiency at work was only pointed 
out in the late 19* century particularly with the work of Taylor who was definitely 
instrumental for the development of a discipline called industrial psychology and only 
there-after, there was an increasing realization among psychologists that they can play 
significant and pivotal role in enhancing human efficiency at work. 
Keeping in view the afore-mentioned fast pace of increasing interest in human 
efficiency at work that started as 'task-centered' approach and then later shifted to 
employee-centered approach with the work of Mayo. The later approach had given rise 
to the movement called 'Human Relation Movement'. Initially the pace of development 
was slow but gradually it become quite fast that forced psychologist to look into human 
side focusing human skills, talents, interests, aptitudes, etc., for the maximum 
utilization of human resources. Hence, history of industrial psychology had witnessed 
changing orientations broadly from management to employee oriented system that 
paved the 'v\'ay for developing be-fitting strategies in the form of approaches and 
theories for motivating people at work. 
While writing something on the historical aspect of the development of 
industrial/organizational psychology, it seems necessarily important to mention the post 
-human relation movement scenario. It is evident from the history that human relation 
movement was instrumental in changing the whole orientation at work. It is indeed, 
true that all motivational theories and the concepts pertaining to work related 
behavioural outcomes only started pouring-in after the initiation of human relation 
movement. Human relation movement was at its peak during 1930's to 1950's and this 
was the era when motivation and job satisfaction theories started coming in. The first 
formal theory of job motivation was given by Maslow in 1943 which was started using 
as a theory of job motivation and job satisfaction by early 1950's and thereafter number 
of motivation and job satisfaction theories have come up and even today the theories 
are being enriched by incorporating the changing socio-cultural milieu in explaining 
motivational, behaviour of the modem contemporary men at work. Moreover, work 
related behavioural outcomes like job involvement- the work on it initiated by Lodahl 
and Kejner in 1965, and thereafter, the concepts related to work related behavioural 
outcomes, especially like work/organizational identification and organizational 
commitment came into being. 
To the present researcher the entire scenario of the development of 
industrial/organizational psychology have been of much more interest that had 
compelled to work on work related behaviour like organizational commitment and job 
satisfaction Avhich are very well being considered even today as the means of enhancing 
individual as well as organizational efficiency and subsequently for achieving highest 
level of organizational effectiveness. Hence, the whole endeavour of the present 
investigation was to study organizational commitment and job satisfaction (criterion 
variables) as a function of self-concept and organizational identification (predictor 
variables). The details of the meaning and concepts of criterion and predictor variables 
are being discussed comprehensively in the proceeding writings. First of all criterion 
variables viz., organizational commitment and job satisfaction will be taken-up one 
after the other and thereafter, predictor variables—self-concept and organizational 
identification in the same sequence for comprehensive description that follows: 
Organizational Commitment 
Organizational commitment is highly valuable concept which has attracted 
considerable attention of organizational behaviour researcher, psychologist and other 
behavioural scientist because everyone want committed workforce for their 
organization. Organizational commitment is an irmer force that binds the employees 
with the organization where they work. Highly committed employees identify with 
organizational goals and value them as their own, hence, exert considerable effort. Such 
employees are energetic, open, devoted and are most likely to perform extra role 
behaviour beyond the required job duties and ready for doing anything for the success 
of the organization they belong. Therefore, organizational commitment is regarded as 
one of the most representative dimension of organizational behaviour for organizational 
success. The phenomenon and behavioural notion of commitment has been explored 
extensively from the work of Whyte. In the year 1956, Whyte published his article 
entitled "The Organization Man". He described the organization man as a person who 
not only work for the organization, but also belong to it. Organization men believed in 
the group as the source of creativity and in belongingness as the ultimate need of the 
individual. From his description, it can be suggested that employees' belongingness 
towards the organization are the main source of organizational commitment. Two years 
the publication of the article "The Organization Man" Lawrence (1958) writes that 
"Ideally, we would want one sentiment to be dominant in all employees from top to 
bottom, namely a complete loyalty to the organizational purpose." Deviating from 
Whyte, Lawrence gave importance to the organizational loyalty for high level of 
employees' commitment. The concept of organizational commitment in the work place 
from the perspective of individual relationship with the organization started from the 
work of Becker's (1960) who defined organizational commitment as the side-bet 
theory. According to Becker's theory, the relationship between employees and 
organization is based on the "contract" of economic exchange behaviour. Committed 
employees are committed because they have some hidden investments to which he 
called it as "side-bets." The term "side-bets" refers to the acciraiulation of investments 
valued by the individual for example pension, seniority, effort and so on (WeiBo et al., 
2010). Becker (1960) argued that over a period of time certain costs are build up that 
make more difficult for the person to disengage from a consistent pattern of activity, 
namely, maintaining membership in the organization. The threat of losing these 
investments, along with a perceived lack of alternative opportunities to replace or make 
up for the loss of them, compels the person for continuance in the organization. 
In contrast to above the approach, Porter et al. (1974) shifted the concept of 
commitment from side-bets/economic-contract to the psychological attachment to the 
organization. According to him, employees' commitment not only comes from 
economic factors but also affective influences are more significant. Organizational 
commitment has been defined by Porter et al. (1974) as "the relative strength of an 
individual's identification with and involvement in a particular organization" and 
further presented commitment as being characterized by three factors: (1) a strong 
belief in and acceptance of organization's goals and values (identification); (2) a 
willingness to exert effort on behalf of the organization (involvement); and a strong 
desire to maintain membership with the organization (loyalty) (Mowday et al., 1979). 
Thus, organizational commitment can be defined as a psychological state that includes 
an individual's belief in and acceptance of the value of his or her chosen job, and a 
willingness to maintain membership in that job (Morrow and Wirth, 1989). Porter 
combined organizational commitment in three different parts: (1) strong acceptance, (2) 
participation and (3) loyalty; and described it as, those who are highly committed to 
their organization should be expected to engage in behaviours that would help the 
employing organization achieve its goals, to exert considerable effort beyond 
expectations, and to remain in the organization. 
O'Reilly and Chatman (1986) opine organizational commitment as "the 
psychological attachment felt by the person for the organization, reflecting the degree 
to which the individual internalizes or adopts characteristics or perspectives of the 
organization". They proposed three independent dimensions of organizational 
commitment. These are (1) compUance or instrumental involvement for specific 
extrinsic rewards; (2) Identification or involvement based on a desire for affiliation; and 
(3) Internalization or involvement predicated on the congruence between individual and 
organizational values. Kelman (1958) stated that compliance occur when attitude and 
behaviour £iie adopted not because of shared belief but simply to gain specific reward. 
Identification occurs when an individual accepts influence to establish or maintain a 
satisfying relationship that is an individual may feel proud to be a part of a group, 
respecting it's values and accomplishments without adopting them as his or her own. 
Internalization occurs when influence is accepted because the induced attitudes and 
behaviours aje congruent with one's own values i.e., the values of the individual and 
the group or organizations are same. 
Concept, meaning and dimensions of commitment were discussed by numerous 
researchers but in the year 1984, Meyer and Allen made a commendable stride in the 
area of commitment and they proposed one of the leading approaches to study 
organizational commitment which has been rooted from the earlier approaches of 
organizational commitment i.e.. Porter et al. (1974) and Becker (1960). Meyer and 
Allen conceptualizes commitment initially in two approach they refer to these approach 
as affective commitment (emotional attachment), continuance commitment (awareness 
of cost of leaving), and a third approach was added the normative commitment (feeling 
of obligation to continue employment) (Allen and Meyer, 1990). Affective commitment 
has been described as the employees' emotional attachment to, identification with, and 
involvement in the organization. Meyer and Allen (1991) proposed that anything that 
increases the quality of one's work experiences, especially one's sense of autonomy 
and personal competence, will increase affective commitment. Continuance 
commitment assess the extent to which employees feel committed to their organization 
by virtue of the costs that they feel are associated with leaving. This form of 
commitment should increase over time as people accumulate personal investments or 
side-bets (e.g., seniority rights; attractive benefits) that would be at risk if the 
relationship was terminated. Normative commitment a third component refers to 
employee's feeling of obligation to continue employment. Normative commitment is 
affected by socialization and/or culture prior to entry into an organization. Employees 
can experience these three components to varying degree. Common to these approaches 
is the view that commitment is a psychological state that (a) characterizes the 
employee's relationship with the organization, and (b) has implications for the decision 
to continue or discontinue membership in the organization (Meyer and Allen 1991). 
Thus, Allen and Meyer (1996) have defined organizational commitment as a 
psychological link between the employee and his or her organization that makes it less 
likely that the employee will voluntarily leave the organization. 
Employees with a strong affective commitment remain vdth the organization 
because they want to, those with a strong continuance commitment remain because 
they need to, and those with a strong normative commitment remain because they feel 
they ought to do so (Meyer, Allen and Smith 1993). In order to evaluate level of 
commitment Meyer and Allen developed a scale for measuring each component 
separately. These studies examine the psychometric properties of the scales, 
particularly their discriminant validity and their relationship with outcomes (Allen and 
Meyer, 1990; Beck and Wilson, 2000; Hackett, Bycio and Hausdorf, 1994; Jaros, 1997; 
Ko et al., 1997; McGee and Ford, 1987). It has been shown that the three components 
are distinct and have different antecedents (Dunham, Grube, and Castanedal, 1994) and 
received considerable empirical support (e.g. Wasti, 2005. Gellatly, Meyer and Luchak, 
2006). According to Vandenberghe and Tremblay (2008), Meyer and Allen's model of 
organizational commitment is the most popular and comprehensively validated 
multidimensional model. 
After describing conceptual frame work of commitment, Meyer and Allen 
(1997) emphasized that all prior research has focused on the individual component 
while employees feel more than one form of commitment simultaneously. They 
referred to it as commitment profile which reflects the relative strength of commitment 
components in combination and produce a distinct overall commitment experience or 
mindset in £in individual (Meyer and Herscovitch, 2001). Here, focus is given to the 
combination of two commitment components i.e., affective and continuance 
commitment because of uncorrected nature (Meyer et al., 2002) which produce four 
relatively distinct combination of affective (High/'Low) and continuance commitment 
(High/Low) and psychological state associated 'with each of the four combination 
explain within the context of self-determination theory (e.g., Deci and Ryan, 2000; 
Gagne' and Deci, 2005; Meyer, Becker and Vandenberghe, 2004). Because it is view 
that overall organizational commitment reflects psychological state or mindset that has 
a link with motivation (Meyer et al., 2004). Self-determination theory concerned with 
the motivation behind the choices that people make without any external interference. It 
proposed that motivational mindset ranging from intrinsic (autonomous) motivation 
where the activities initiating for their own sake; to extrinsic (external regulation) 
motivation v/here the activity are controlled by others, by constraints in situation or by 
rewards. From, this theory, it is proposed that mindset underlying the component of 
affective and continuance commitment are associated with autonomous motivation and 
external regulation respectively. Taken this concept to develop few commitment 
profiles, Sinclair et al., (2005) referred to these as: 
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(1) High affective commitment and low continuance commitment as emotionally 
attached. 
(2) High continuance commitment and low affective commitment as trapped. 
(3) High affective commitment and high continuance commitment as devoted, and 
(4) A combination of low affective and low continuance commitment as uncommitted. 
These profiles explain how different combination of affective commitment 
(AC) and continuance commitment (CC) affect the way one experience commitment. A 
mindset of autonomous motivation would likely be present when high AC is combined 
with low CC, and an individual experiencing emotionally attach with their 
organization. Here, the primary motivation to remain with the organization would 
likely be the interest, enjoyment, personal identification as well as personal 
competence. In contrast, when individual experience high CC within the context of low 
AC, a mindset of external regulation is present and individual feel trapped. Here the 
primary motivation would be to act (or to stay) to obtain external rewards or avoid cost. 
Now the feeling of individual has been change fi'om trapped to devotion when high 
continuance commitment is combined with high affective commitment because 
motivational mindset reflect both autonomous as well as external regulation. Here, the 
mindset of individual is to staying in the organization for their own well being, feel 
sense of freedom, volition as well as their behaviour is instrumental for the 
organization. This profile reflects strong feeling of desire based and cost based 
commitment. Finally, combination of low AC and low CC would reflect lack of 
motivation so an individual experience uncommitted. From the above description it is 
emphasized that intrinsic and extrinsic motivations are the bases of affective and 
continuance commitment and their combined effect produce different psychological 
state which provide clear picture about nature of individual attachment with the 
organization. Similar to above study, Somers (2009) also focuses on the combined 
influence of commitment on work outcomes especially, those associated with 
employesjs' retention and citizenship behaviour. Somers hypothesized eight 
commitment profiles that include: highly committed, affective dominant, continuance 
dominant, normative dominant, affective-continuance dominant, affective-normative 
dominant, continuance-normative dominant, and uncommitted. Out of eight profiles, 
only five profile emerges as important profiles which were founded by using cluster 
analysis, these five are highly committed, AC-NC dominant, CC-NC dominant, 
continuance dominant and uncommitted. Somers suggested that each profile reflect 
relative strength of commitment that mitigates the potential negative effect of other 
variable in the organization. The study very clearly suggests that each individual react 
and behave according to their values and goal and experience each component in 
varying degrees, when we combine the relative strength of two dominant commitment 
components then it seem to mitigate the influence of negative effect of other variable. 
Cohen (2007) proposed two dimensional approach of organizational 
commitment viz., timing of commitment and the bases of commitment. The timing of 
commitment distinguishes between commitment propensity and organizational 
commitment, which develops before and after entry into the organization respectively. 
The second dimension, the bases of commitment, makes a distinction between 
commitment based on instrumental considerations and commitment based on 
psychological attachment. 
Following the above conceptualization, Cohen proposed four forms of 
organizational commitment, two of these develop before entry into the organization and 
two develop after becoming the part of an organization. The first two forms are (1) 
instrumental conamitment propensity, which is derived from one's general expectations 
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about the C|uality of the exchange with the organization in terms of expected benefits 
and rewards one might receive from it and; (2) normative commitment propensity, 
which refej-s to the belief that one has a moral obligation to demonstrate loyalty and 
duty towards the organization. The second two forms are (1) instrumental commitment, 
which results from one's perception of the quality of the exchange between one's 
contributions and the rewards that one's receives, and (2) affective commitment, which 
refers as a psychological attachment to the organization demonstrated by identification 
with it, emotional involvement and a sense of belonging. These four forms of 
commitment modified the conceptualization of organizational commitment and solved 
two problem associated with Meyer's and Allen's theory of commitment (Cohen, 
2007). First one was, the high correlation between affective and normative commitment 
(Ko et al., 1997; Meyer et al., 2002; and Bergaman, 2006) that question the 
contribution of normative commitment to the conceptualization of organizational 
commitment. Here, in the time dimension, normative commitment considered as a pre-
entry coKimitment propensity that develop during individual past experiences, 
socialization and background culture, particularly which should be examined before 
entry into the organization not after entry. While affective commitment refers to a 
employees' attachment towards the organization that develop after entry into the 
organization. From this conceptualization it is clear that the high correlation occur 
because noimative commitment is a propensity to be committed that will lead to 
affective commitment. Second problem was associated with continuance dimension of 
organizational commitment (Meyer and Allen, 1991). The researcher contended that 
Meyer et al (1993) argued that Becker's (1960) concept of commitment represents a 
component of attitudinal commitment because he emphasized the awareness of the cost 
associated v/ith leaving the organization. However, Becker defined commitment as a 
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"consistent line of activity" such as maintaining membership in the organization and 
attempted to explain what causes this inconsistency. Ko et al. (1997) stated that 
Becker's view of commitment seems to be more congruent with the behavioural rather 
than attitudinal approach of commitment. In order to avoid this problem, Cohen (2007) 
changed the orientation and conceptualization of commitment from the cost of leaving 
(continumice commitment) to the benefit of staying (instrumental commitment) that 
better represents the notion of exchange. Cohen's approach is purely an attitudinal 
approach and which subsequently contributing in the development of organizational 
commitment by emphasizing time and motivational force as important dimension of 
commitment. 
Mayer and Schoorman (1992) tested two-dimensional model of organizational 
commitment based on motivational distinction proposed by March and Simon (1958) 
between employees' decisions to participate and to produce. According to them, 
commitment leading to participation was called "continuance commitment" and that 
leading to production called "value commitment". They define value commitment as a 
belief in and acceptance of organization goals and values and a willingness to exert 
considerable effort on behalf of the organization. Continuance commitment is defined 
as the desire to remain a member of the organization. An individual who has value 
commitment should engage in behaviours that help in achieving its goal. Therefore, 
value commitment is positively correlated with performance, work satisfaction and 
OCB. A(;cording to Schechter, (1985) an individual with strong continuance 
commitnK^nt should have a positive correlation with intent to stay and negatively 
correlated with absenteeism and quitting. 
Meyer and Herscovitch (2001) defined commitment as the incentive that 
sustains ei line of behaviour towards one or more objectives. Robbins (2005) too, 
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defined organizational commitment to some extent in the same line, i.e. a state in which 
an employee identifies with a particular organization and its goals, and wishes to 
maintain membership in the organization. In the same year, Muthuveloo and Rose 
(2005) defined organizational commitment as employee's acceptance, involvement and 
dedication towards achieving the organization's goals. It is the willingness of 
employees to accept organizational values and goal, and to work towards achieving 
these, and become fiilly involved and participate in all the activities, both work and non 
work relate(i, and to dedicate time and effort towards the betterment of the 
organization. In other words. People who are committed to their organization are highly 
involved in their organization and identify its goals and values. Such employees feel a 
readiness to exert considerable effect on behalf of the organization, and have a strong 
desire to remain as an organization member. (Hackett et al., 2001). According to Cole 
(2000) who rightly described that a committed worker is one who is a team player, who 
is willing to make personal sacrifices for the goal of the organization, who believes in 
the organization's product, who will recommend the organization as among the best 
places to work, and who is prepared to stay at the organization for at least the next 
several yeai"s, even if offered a modest pay increase elsewhere. 
Meyer and Herscovitch (2001) pointed out that commitment in the work place 
takes various forms and has the potential to influence organizational effectiveness and 
well being. Those employees who experience high level of organizational commitment 
are engaged in numerous work related behaviour such as organizational citizenship 
behaviour iirid job performance as observed by Jaros (1997). Therefore, the concept of 
organization has attracted considerable interest as an attempt to understand the intensity 
and stability of employee dedication to work organization (Eisenberger et al., 1990). 
Usually it is found that work characteristics in the organization has been linked with 
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organization commitment such as job content (Iverson and Buttigieg, 1999; Dunham, 
Grube and Castaneda, 1994), organizational support (Shore and Wagner, 1993) and 
Human resource management practice (Mayer and Schoorman 1998; Allen, Shore and 
Griffeth, 2003) that increase the level of commitment. So, it is important to identified 
factors that influence employees' level of organizational commitment. Steers (1997) 
and Mottaz (1988) identified factors which help create intrinsically rewarding situations 
for employe(;s to be antecedents of affective commitment. These are task significance, 
autonomy, identity, skills variety and feedback concerning employee job performance, 
perceived organizational support or dependence (the feeling that the organization 
considers what is in the best interest of employees when making decisions that affect 
employment conditions and work environment), and the degree that employees aie 
involved in the goal-setting and decision making processes. 
An exhaustive description of the concept and meaning of commitment with 
work and the organization has clearly revealed that the phenomenon of commitment 
has widely occupied the importance in this modem world hence, the concept and 
meaning ha^ ve been differently vivid by different researcher but one aspect as emerged 
as a common factor among all description and view point that is the notion of human 
belongingness and attachment of a job incumbents with the work and the organization. 
Such v/ork related personality attributes has been variedly described and discussed. 
However, the present investigators have undertaken the contention propounded by 
Meyer and Allen, 1991. Therefore, un-rejecting the contentions of others our contention 
of Meyer and Allen as the present study had undertaken the three aspects of 
commitment on which what scale we have used in this study is based on. 
Having deliberated on organizational conmiitment, there is another important 
dependent variable namely job satisfaction which also required attention so far as its 
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emergence as a concept and meaning are concerned. It is highly important to highlight 
at this place that job satisfaction is a phenomenon which have been existing right from 
the very beginning of the existence of men on earth as for example when men started 
killing animals by using stones, if they are succeeded in killing the animals they could 
have filled satisfied whereas in the other case the people might have the feeling of 
dissatisfaction. But the concept of job satisfaction could have taken place only in 1935 
with the work of Hoppock that generated a lot of interest among researchers to think of 
ones job satisfaction because job satisfaction is an ultimate end of all efforts and its 
tried which people make to achieve. Therefore, the ongoing discussion will pertain to 
job satisfaction and it might be observed from the increasing importance of the concept 
of job satisfaction and its related theories and studies. It is still a living concept and will 
remain till the world survives. 
Job Satisfaction 
In every one's life work has an important aspect. One spends at least a major 
part of his adult life in doing some job and serving an organization either as an 
employee or as an employer. So, work cannot be separated from family and/or social 
life of individual, work provides opportunity to an individual to exhibit his creative 
potentials £ind also to get satisfied his economic needs and subsequently to satisfy all 
his/her basic and psycho-social needs. In this fast changing world the life of every 
individual has become very complex because of changing values, value system, socio-
cultural milieu, globalization and due to competitiveness that altered the life style of 
individuals. Therefore, job satisfaction is a key research area and is one of the most 
frequently studied work attitudes in the field of organizational behaviour (Mitchel and 
Larson, 1987; Judge and Church, 2000). Job satisfaction considered as an attitude that 
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an employee has towards his or her job (Brayfield and Rothe, 1951; Nelson and Quick, 
1997; Weiss, 2002; Robbins, 2003). As an attitude, job satisfaction is a sum of 
cognitive, affective and evaluative reactions resulting from experience at work (Locke, 
1976; Greenberg and Baron, 1997). The cognitive component refers an individual's 
perceptions, opinion, beliefs and expectations regarding the job; the affective 
component of an attitude represents the feeling evoked by the job either pleasurable or 
unplesurable; and the evaluative component includes an individual's overall response to 
the employing organization which represents like or dislike for the job. When an 
individual perceives his or her expectations likely to be fulfilled and feel accepted and 
treated as valued member of the organization and perception of being paid equitable are 
likely one to evaluate job positively that in turn make an individual to get satisfied with 
the job. Satisfied worker are likely to be more productive, creative and may have 
favourable evaluation of their job based on their observations and emotional 
experiences. 
In organizational behaviour literature, there are two major approaches in the 
conceptualization of job satisfaction. In one approach, the concern is with the 
employee's general feelings about his or her job. In contrast to this, the other approach 
emphasizes feelings about the facets of the job like salary, job security, social aspect of 
the job, opportunity for advancement on the job, supervision, co-workers and the work 
itself In global approach, over all job satisfaction becomes the sum of the expressed 
degree of satisfaction with the different facets. However, it has been generally accepted 
that the measurement of job satisfaction would need to asses the job facets (Locke, 
1976) because the facet approach provide a clear picture of an individual's job 
satisfaction Ihan a global approach. 
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The term 'Job Satisfaction' was brought to lime light by Robert Hoppock 
(1935) who offered one of the earliest definition of job satisfaction as "any 
psychological, physiological and environmental circumstances that cause a person 
truthfully to say, 'I am satisfied with my job'. From this definition, it is clear that there 
are several variables that influence the satisfaction of the individual. According to 
Drever (1956) "job satisfaction is the end state of feeling", from this definition, it 
appears that the words or vocabularies used to define job satisfaction is related to the 
feeling of an employee that he/she experiences after the accomplishment of a task or 
activity that takes place during the course of the completion of the task. In the words of 
Smith, Kendall and Hulin (1969) job satisfaction is "the feelings the worker has about 
his or her job". These feelings were based on the employee's perception of the 
difference between what was expected as fair return and what was actually 
experienced. The comprehensive definition of job satisfaction was given by Locke 
(1976) which has been described in terms of "a pleasurable or positive emotional state 
resulting from the appraisal of one's job or job experience as achieving or facilitating 
the achievement of one's job values". That is, it is the discrepancy between what an 
employee values and what the situation provides. Thus, job satisfaction is a result of 
employee's perception of how well their job provides those things which they view as 
important. A plethora of definition found in organizational behaviour literatures, which 
define job satisfaction in various ways. Sinha (1974) stated job satisfaction in terms of 
reintegration of effect produced by individual's perception, fulfillment of his needs in 
relation to his work and the situation in its surrounding. Schultz (1982) defines job 
satisfaction as "the psychological disposition of people towards their work and this 
involves a collection of numerous attitudes or feelings". Dawis and Lofquist (1984) 
define job satisfaction as the result of the worker's appraisal of the degree to which the 
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work environment fulfills the employees' needs. Siegal and Lance (1982) simply state 
that job satisfaction is an emotional response defining the degree to which people like 
their job. In the words of Lofquist and Dawis (1991) "job satisfaction as an employee's 
positive affective evaluation of the target environment; result of an employee's 
requirements being fulfilled by the target environment; a pleasant affective state; the 
employees' appraisal of the extant to which his or her requirement are fulfilled by the 
environmenf. While Igbaria and Guimaraes (1993) referred "job satisfaction to 
primar}' affective reactions of individuals to various facets of the job and job 
experience". They give importance to various facets of job that compel an employee to 
say happily, I am satisfied with my job. Spector (1997) believed that job satisfaction 
"can be considered as a global feeling about the job or as a related constellation of 
attitudes about various aspects or facets of the job". This definition suggested that 
satisfaction is the result of positive affective feeling that an individual has about his/her 
job and also towards the various facets of a job. Spector identified 9 facets of job 
satisfaction. 
1. Pay —equity of salary. 
2. Promotion —opportunities and fairness of promotion. 
3. Supervision —supportive and fair 
4. Benefits —insurance, paid-vacation, and fringe-benefits 
5. Contingent rewards —sense of respect, recognition and appreciation 
6. Operating condition —policies, procedures, rules 
7. Coworkers —perceived competence and pleasantness of ones colleagues 
8. Nature of work —enj oyment of the actual tasks themselves 
9. Communication —sharing information within the organization (verbally or in 
writing) (Spector, 1985). 
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Job satisfaction conceptualized as an assessment of one's job in terms of 
whether it allows the fulfillment of one's important job values, which are congruent 
with one's needs (Hackman and Oldham, 1975; Jayaratne, 1993; Boon, Arumugam, 
Vellapan, Yin and Wei, 2006). Hackman and Oldham, 1975; Jayaratne, 1993; and 
Greenberg (2005) outlined five facets of job satisfaction: pay or the extent to which an 
employee is satisfied with his or her pay in relation to the job he or she does; job 
security, which measures how secure an employee feels about the tenure of his or her 
employment; social facet or the degree of satisfaction an employee feels about his or 
her relationship with coworkers; supervisory facet, which relates to the extent to which 
people feel that their supervisors are supportive of them at work; and growth facet, 
which refers to the degree people feel satisfied with their prospect for advancement in 
the work place. 
Hackman and Oldham (1976) proposed Job Characteristics Model (JCM), 
which is widely used as a framework to study how particular job characteristics impact 
on job satisfaction. The model states that there are five core job characteristics i.e., skill 
variety, task identity, task significance, autonomy, and feedback which impact three 
critical psychological states (experienced meaningfulness, experienced responsibility 
for outcomes, and knowledge of the actual results), in turn influencing work outcomes 
i.e., internal work motivation, quality work performance, job satisfaction, absenteeism 
and turnover. When all these five characteristics presents in the job then it will lead to 
high quality work performance, job satisfaction, work motivation and lower level of 
absenteeism and turn over. A meta-analysis of study that assesses the framework of the 
model provides support for the validity of the JCM (Fried and Ferris, 1987). 
Job siatisfaction has been received increasing attention in organization behaviour 
because satisfied worker are more likely to be motivated, committed and happy with 
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their job that will lead to high quality performance, increase work productivity, 
organizational effectiveness and reduce employees' turnover, absenteeism. Job 
satisfaction also plays an important role in improving the financial standing of 
organizations (Aronson et al., 2005). In this respect job satisfaction is an organizational 
variable which should be understood and constantly monitored for the welfare of any 
organization. Thus, job satisfaction being an important attribute which organizations 
desire of all their employees (Oshagbemi, 2003). In fact, most organizations do wisely 
monitor the satisfaction levels of their employees (Terpstra and Honoree, 2004), and 
identified factors that influence level of satisfaction like co-workers, supervision, 
nature of the work, salaries, fringe benefits, achievement, autonomy, recognition, 
communication pattern, working conditions, job importance, degree of professionalism, 
organizational climate, interpersonal relationships, supervisory support, positive 
affectivity, job security, workplace flexibility, working within a team environment, age, 
gender, equal treatment by management, job design and income (Robbins, 2005; Onu et 
al., 2005; Sur et al., 2004; Tutuncu and Kozak, 2006; DeVaney and Chen, 2003; 
Greenberg, 1986). The job aspects that are most fi-equently perceived as responsible for 
low satisfaction are pay (Kusku, 2003; Oshagbemi, 1997; Kelly, 1989), administration 
policy, availability of resources, working conditions (Kelly, 1989), promotion systems 
(Lacy and Sheehan, 1997; Oshagbemi, 1996). Moreover, Rad and Yarmohammadian 
(2006) identified factors which are associated with low satisfaction are unskilled or 
inappropriately trained staff, laborious tasks such as documentation, repetition of 
duties, tensions within role expectations, role ambiguity, role conflict, feeling 
overloaded, the increasing need to be available for overtime, relations with co-workers, 
personal factors and organizational factors. 
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Researchers interested in job satisfaction because of the fact that, job 
satisfaction has the potential to affect a wide range of behaviours in organization and 
contribute to employee's level of well being (George and Jones, 2008). It is also related 
to the assunciption that more satisfied workers are also more productive. Ghazzawi 
(2008) pointed out four main general factors that may lead to job satisfaction. These 
are: 
(1) The worker's personality 
(2) The worker's values 
(3) The social influence; and 
(4) The woTk situation itself 
Employee's personality traits either extraversion or introversion has 
significantly influence the level of job satisfaction. An employee who is highly 
extrovert has a significantly high level of job satisfaction as compared to those who is 
low on the same trait (George and Jones, 2008). An employee who valuing the job 
itself is more likely to be satisfied when compared to a employee, who valuing the 
outcomes of the job. The social influence is also an important factor that accounts in 
job satisfaction. It is related to the individuals and group evaluation of the job either 
being positive or negative (George and Jones, 2008). Finally, the work situations are 
also considered as an important determinant of job satisfaction. The degree of 
challenges, the type of task and responsibilities, or the types of interactions that an 
employee might have on work are commonly used predictors of job satisfaction 
(Huselid, 1995; Yazel, 2001). 
There have been many theories used in the study of job satisfaction. The most 
used theories are Maslow hierarchy of needs, Herzberg two factor theory, Expectancy 
theory, and Equity theory. 
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Maslow (1943) proposed theory of hierarchy of need based on human need and 
motivation. In this theory, he categorized human need into five hierarchical order 
namely physiological, security, social, esteem need and the self actualization need. 
According to him, once an individual satisfied one need in hierarchy it ceases to 
motivate their behaviour and they are motivated by the need next in hierarchy. 
Therefore, £in individual may continue on toward satisfaction of all his/her need. 
Furthermore, this theory also contended that job satisfaction and dissatisfaction share 
same continuum that mean if presence of certain need led to satisfaction then it absence 
lead to dissatisfaction. 
Originally, Maslow's theory was not intended as an explanation of motivation 
in the work place. However, many managerial theorists have enthusiastically adopted it, 
like Blackler and Williams (1971) stated that Maslow's theory was first presented to 
work organization by Douglas McGregor in 1960. This presentation was not carried out 
in the terminology normally associated with Maslow's theory, but rather in terms of the 
now well known theory X and theory Y. In that he grouped the hierarchy into "lower 
order" (theory X) needs and "higher order" (theory Y) needs. Furthermore, Haire in 
1964 acknowledged the utility of the theory in work place setting. According to him, 
employees are motivated by the desire to satisfy their strongest needs at any given time. 
Consequently satisfaction at work would be connected to the opportunities that are 
available within the organization to satisfy these basic needs. The more the job allows 
fulfillment of these needs, the more likely the individual is to report satisfaction with 
his/her work or job. 
In spite of wide recognition of Maslow's effort, researcher has failed to offer 
strong support to validate the theory (Robbins et al., 2003; Ifinedo, 2003; Lawler and 
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Suttle, 1972). Maslow himself did not provide any empirical support. Although, many 
continue to find hierarchy model very attractive (Naylor, 1999). 
Herzberg and his associate namely Mausner and Snyderman (1959) refuted the 
concept of single continuum and presented two-factor theory, which looks at motivators 
and hygienes and proposed that job satisfaction and dissatisfaction caused by two 
different and independent sets of factors. He found that when people are satisfied, they 
attribute their satisfaction to the work itself, while when people are dissatisfied with 
their job, they are concerned about the environment in which they work. Therefore, it 
can be say that job satisfaction is cause by a set of factors related to the work itself such 
as nature of work, responsibility, recognition, achievement, and personal growth and 
advancement:. Herzberg regards them as motivators because the presence of these 
factors satisfied worker and motivate for higher performance and but their absence did 
not lead to dissatisfaction. On the other hand, job dissatisfaction is related to 
circumstances close to the work environment such as supervision, salary, working 
condition, policies, security, and relationship with colleagues. Herzberg regards these 
factors as hygiene's. Hygiene factors produced an acceptable working environment but 
did not increiise satisfaction their absence did however caused job dissatisfaction. 
Herzberg theory is one of the unique theories in the area of organizational 
psychology (Fumham, 1997). Therefore, this theory has wide implications for the 
management who wants to use human resource successfully. 
Despite its intuitive appeal, two factors theory has been criticized by researcher, 
because thej^  found many flows in Herzberg methodology (Locke, 1969). Studies 
which support Herzberg theory come from Herzberg's sample and methodology. 
Numerous empirical studies have attempted to replicate and test Herzberg's finding 
with independent data and methods found little success (e.g. Hulin and Smith, 1967). 
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Contrary to Herzberg claims, researcher has consistently shown that intrinsic and 
extrinsic factors contribute to both satisfaction and dissatisfaction (Wemimont, 1966). 
Furthermore, theory does not allow individual differences, such as particular 
personality traits, which would affect individual unique responses to motivation or 
hygiene factors (Hackman and Oldham, 1976). 
Adams (1963) presented an equity-based theory and proposed that employees 
perceive their job as a series of inputs (such as effort, ability and experience) and 
outcome (include things like salary, recognition, and opportunity) ratio. According to 
this theory employees seek equity in rewards they receive for their performance. It 
means that job satisfaction is the direct result of employees' perceptions of how fairly 
they are being treated in comparison to those workers who have almost similar job, 
having similar skill, capabilities, work load, seniority etc. When input to a job and the 
resulting outcomes are equal to what their coworkers have then this condition is likely 
to be instrumental in enhancing motivation and satisfaction of employees. On the other 
hand, if there is any inequity that take place between input and outcome factors then 
this may most likely to lead to over satisfaction or dissatisfaction, hence, in both the 
conditions employees do not successfully fulfill their duties and subsequently their 
performance are deteriorated. This social equity is not limited to others within the same 
workplace, an equity comparison often reach to other organizations that are viewed as 
similar place of employment (Milkovich and Newman, 1990). Researches by McKenna 
(2000) and Sweeney (1990) confirm equity theory as one of the most useful 
frameworks for understanding work motivation. 
Two aspects of equity theory have been subject to examination and criticism: 
negative outcome/input ratios (Alessio, 1980; Hiuris, 1976; Walster, 1975; Walster, 
Berscheid, and Walster, 1973, Zuckerman, 1975) and the multidimensional nature of 
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inputs (Alessio, 1980; Anderson, 1976; Anderson and Farkas, 1975; Farkas and 
Anderson, 1979; Leventhal, 1976.) 
Vroom (1964) proposed expectancy theory that emphasized, people are 
motivated at work when they perceive a lin]<: between effort and reward. He 
incorporates the expectation of individuals into his theory, i.e., individual expectation 
of more effort and better performance at work will result in positive outcome (means 
rewarded accordingly). Any discrepancy between expected reward and actual outcome 
will result dissatisfaction. He generates three variable equations for determining job 
satisfaction. Expectancy is the first variable that defines it as individual's perception of 
how well he/she can carry out the given task. Instnimentality is the second variable and 
refers to the individual's confidence that he/she will be rewarded fairly for performing 
the task. Valence is the third variable, which considers the value of the expected reward 
to the employee. In this theory all three variable considered as important because when 
these factors high on their degree it will lead to workers satisfaction and motivation. If 
any of the factors are low, worker performance and motivation decline and they will be 
dissatisfied. 
The preceding writings had deliberated on the two important criterion variables 
namely, organizational commitment and job satisfaction. It is warranted here to 
emphasize upon the fact that organizational commitment and job satisfaction are the 
two importciiit behavioural phenomena that are most likely to enhance individual as 
well as orgmiizational efficiency and subsequently to organizational effectiveness —a 
hallmark of organizational success. These two behavioural aspects seem to be the 
outcome of certain factors and to the present investigator self-concept and 
organizational identification are likely to play more important role. Therefore, self-
concept and organizational identification were chosen as predictor variables to see tiieir 
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pattern of predictive influence through empirical investigation. Since the two predictor 
variable viz., self-concept and organizational identification are the part of whole 
endeavour in pursuit of PhD work, so their descriptions and explanations are also 
necessary as have already been given in case of criterion variables. Hence, ongoing 
deliberation will pertain to self-concept and organizational identification. 
Self-Concept 
Seli-concept is the most important personality variable that determines ones 
behaviour. It is imperative to mention at this juncture that everyone has self-concept 
either at conscious or unconscious level or people exercise the understanding of oneself 
either voluntarily or involuntarily. However, everyone behaviour is most likely to be 
directed by his/her self-concept. But the variation in success-failure, appropriateness-
inappropriateness and so on are the outcome of one's realistic or unrealistic 
understanding about his/her self Moreover, the literature on self-concept 
synonymously have undertaken self esteem, optimism-pessimism and realistic and 
unrealistic. To the present investigator reahstic and unrealistic understanding about 
oneself depict the real meaning of self, although we have liberally included the notion 
of positive-negative, low-high and optimism-pessimism. 
Withi these above assertions, the ongoing description of self-concept will see the 
relevance of this phenomenon from its historical perspectives. 
Modem men have also placed significant importance to self-concept and 
according to them self-concept identified as an important construct in organizational 
science, because it is related to the positive outcomes of the organization. Self-concept 
is the person beliefs and understanding about oneself that develop from the experiences 
that he/she gains from the interaction in social world and are concerned with one's 
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personality traits, abilities, physical features, values, goals, and social roles. The need to 
think positive and feel positive about oneself helps in the achievement of individuals 
and organizational goals. More generally, in every walk of life, individuals can achieve 
more, if they feel competent in w^ hat they do (in realistic sense), are self confident, and 
feel positively about themselves. Those employees who think and feel more able to 
perform particular tasks, will actually perform better on these task, will persist in the 
face of adversity, and will cope more effectively with change are viewed by Parker 
(1998). In view of Pierce and Gardner (2004) organizational researchers have shown 
that employees who believe themselves to be valuable persons in organizations have 
higher work motivation and more favourable attitudes toward their jobs and 
organizations than those who do not. Therefore, researcher agreed that one's self-
concept was extremely valuable and must be protected and enhanced (Grubb and 
Grathwohl, 1967; Belk, 1988). 
The notion of self-concept is evident from the writing of William James in 
"Principle of Psychology". James (1890) divided the self into the empirical "me" and 
the knower "I," thus providing the duplex of self as both the source and object of 
thought. James (1892) proposed that, "... a man's self is a sum of all that he can call 
his, not only his body and psychic powers, but his clothes and his house..." This 
implies that one's view of one's self extends beyond his/her personal being and 
includes assets and other external elements. James (1890/1901) referred to self as the 
empirical self and divided the constituents of the self into four sub-categories: (1) the 
material sell' which includes the body, family, home, and other person, (2) the social 
self, which include the recognition that the individual gets from others, (3) the spiritual 
self, which is a man's inner or subjective being and, (4) the pure ego, the most enduring 
and intimate part of the self. These four classes constitute an actual self. James believed 
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that individual choose the type of self they want to become or perceived as personally 
relevant and as suiting their private interests. Soon after James 'empirical self, Cooley 
(1902) published his theory concerning a 'looking-glass self, that is influenced by the 
school of thought known as symbolic interactions. Cooley's theory asserts that one's 
self-concept is a reflection of one's perceptions about how one appears to others. 
Cooley developed the idea of the looking-glass self and stated that the self is 
insepEirable from social life and necessarily involves some reference to others. Cooley 
obsen^ed that, "a self idea of this sort seems to have three principle elements: the 
imagination of our appearance to the other person; the imagination of his judgment of 
the appearance, and some sort of self feeling such as pride or mortification" (1902). 
According to Cooley looking-glass self is reflective of the way in which significant 
other's perceived us to be. 
Raimy (1943) who was the first defined the self-concept as "the self-concept is 
the more or less organized perceptual object resulting fi-om present and past self 
observation ...(i.e.,) what a person believes about himself The self-concept is the map 
which each person consults in order to understand himself, especially during moment 
of crises or choice". According to Raimy point of view, self-concept serves as an 
executive in that it represents for the individual a way to make a variety of decision 
with some consistency. Varied nature and meaning of the self-concept have been 
viewed differently by different people, which are being presented here for perusal. 
Self-concept has been viewed within various theoretical frameworks as Rogers 
(1951) defined self-concept as "an organized configuration of percepfions of the self 
which are acimissible to awareness. It is composed of such elements as the perceptions 
of one's characteristics and abilities, the percepts imd concepts of the self in relation to 
others imd to the environment, the value qualities which are perceived as associated 
28 
with experiences and objects, and the goals and ideals which are perceived as having 
positive or negative valence." Roger proposed a new dimension to self-concept by 
classifying self-concept as real and ideal self-concept. The real self-concept is the self 
as actually perceived and the ideal self-concept is the self as ideally desired. In Rogers' 
view, the self is the central ingredient in human personality and personal adjustment, 
hence, according to Turner and Vanderlippe (1958) any discrepancy between the real 
and ideal self indicate lack of adjustment. Rogers described the self as a social product, 
developing out of interpersonal relationships and striving for consistency. Purkey & 
Schmidt (1987) pointed out that Rogers maintained that there is a basic human need for 
positive regard, both from others and from oneself and he also believed that in every 
person theri; is a tendency towards self-actualization and development so long as this is 
permitted and encouraged by an inviting enviroimient. 
Lowe (1961) referred self-concept as one's attitude towards self, and Pedersen 
(1965) contends it as an organized configuration of perception, beliefs, feelings, 
attitudes and values which the individual views as a part of his/her characteristics. 
Coopersmitli (1967) viewed self-concept as being a personal judgment of worthiness 
that is expressed in the attitudes of the individual who holds toward him/herself as 
capable, significant, worthy, or successful. Purkey (1970) emphasized that the self-
concept is not a static entity, but a dynamic construct, constantly evolving internal state. 
The self has been seen as instinctive, but developing as a process of experience, 
possessing infinite capacity for growth and change. The self is seen as both object and 
process, with behavior being dependent upon perceptions. Gordon (1968) self-concept 
is viewed as a determining element in behavior. A basic assumption has been 
postulated that behavior is a function of perception; and perception is a function of self-
concept. 
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Rosenberg (1979) defined self-concept as ". . . the totality of the individual's 
thoughts and feelings having reference to himself as an object". Similarly, Shavelson, 
Hubner and Stanton (1976) posited that 'self-concept in general terms is one's 
perception of self. These perceptions are derived from ones experience with and 
interpretation of one's environment and is influenced by environmental reinforcements 
and significant others'. Further, Shavelson et al. (1976) identified a number of 
distinctive features of self-concept such as: 
(1) Organized 
(2) Multifaceted 
(3) Hie]"archical 
(4) Stable (general self-concept)/ Unstable (situational) 
(5) Developmental 
(6) Evaluative or descriptive 
(7) Differentiable or Separate 
The first feature of self-concept is its organized or structured categorization 
given to experiences and the experiences perceived meaning. Secondly, the self-
concept is muhifaceted in that the self-concept's category system has different areas 
such that the general construct of self-concept can be divided into academic, social, 
emotional, and physical spheres. Self-concept is hierarchical in that facets of general 
self-concept are built upon particular situations from specific individual experiences. 
The fourth feature of self-concept is that the general self-concept which is stable. 
Situational self-concept appears more unstable as it has greater dependency on and 
more direct relation to situation-specific experiences. This is a case in which the whole 
is greater than the sum of the parts. The fifth feature of self-concept is its 
developmental nature. As the infant matures and learns to differentiate self from 
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environment, the self-concept begins to develop. The child's self-concept is global, 
undifferentiated and situation-specific, but with age and increased experiences, the self-
concept develops into a more specific, differentiated, individual construct. The sixth 
feature involves the evaluative character of self-concept. Self-evaluation can be a 
comparison against absolute standards (an ideal), relative standards (peers), or the 
perceived evaluation of significant others. The final feature in Shavelson et al.'s 
construct definition is that self-concept is differentiable from other constructs to which 
it is theoretically related. 
According to Bums (1980) self-concept is "a composite image of what we think 
we are what we think others think of us and what we would like to be". There are also 
people like Secorg and Backman (1974) and Shibutani (1961) who contend that "self-
concept determines one's behaviour pattern to a large extent because we all strive to act 
in consistence with our self-concept". 
Kalliopuska (1984) enumerated three components which help in building self-
concept of an individual. These are (1) cognitive components, which are connected 
with the qualities and limctions of self evaluation and social interaction, (2) affective 
components, which illustrates the person's feelings towards himself/herself, (3) 
behavioural components, which refers to those connotations with which the individual 
behaves in v/ays, which may either underestimate or appreciate himself/herself. 
Baumeister (1997) described the term self-concept as "the totality of inferences 
that a person has made about himself or herself that represents evaluative aspect of 
individual self in terms of positive or negative self. Individual with positive self-
concept evaluate him/herself positively and build positive inferences about him/her 
while with negative self-concept individual evaluate negatively and have negative 
inferences. ,AJI individual's evaluation of himylierself will greatly influence his 
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behavior, and thus, the more valued the self, the more organized and consistent 
becomes his behavior or vice versa. Purkej/ (1998) defined self-concept "as the 
cognitive or thinking aspect of 'self related to one's self-image and generally refers to 
the totality of a complex, organized and dynamic system of learned beliefs, attitudes 
and opinions that each person holds to be true about his existence". Schiffman et al. 
(2001) described that self-concept consist of foiu: components, actual self-concept, ideal 
self-concept, social self-concept and ideal social self-concept. Within this framework, 
actual self-concept refers to the present way in which individuals perceive themselves 
(reality), whereas, the ideal self-concept represents the manner in which they would 
like to perceive themselves. Social self-concept represents the way individuals believe 
others perceive them, while ideal social self-concept represents the way the individual 
desires to be perceived by others. 
Self-concept has been conceptualized as both a unidimensional and a 
multidimensional construct or multi-level, as referred to by self-concept theorists. A 
comm^onlj' used multi-level conceptualization is seen in Brewer and Gardner (1996) 
model, which distinguishes between three aspects of self-concept, the personal, 
relational, iind collective self. The personal self is defined as the sense of unique 
identity that differentiates individuals from others and is considered to be trait based in 
its formation (Brewer and Gardner, 1996). In other words, as cited in Johnson and 
Chang (2006) at individual level, attitudes and behaviour reflect motivation driven by a 
concern for one's own advantage and well-being (Brewer and Gardner, 1996; Lord and 
Brown, 2004), where personal goals are most important and the criterion for 
performance is personal success. The emphasis that employees with strong individual 
self-concept levels give weight age to their own achievement that leads to interpersonal 
comparisons where self-worth is derived via one's sense of uniqueness and 
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exceptionality and parallels the process of differentiation as a means to develop 
individuality (Kampmeier and Simon, 2001; Simon and Kampmeier, 2001 in Johnson 
and Chang, 2006 ). In organizational settings, employees with activated individual self-
concepts are particularly sensitive to information pertaining to personal outcomes (e.g., 
pay, benefits) that represent visible benchmarks of personal success and standards for 
comparing oneself to others (Johnson and Chang, 2006). Second is the relational self 
which is derived from dyadic interpersonal relationships (e.g., parent-child 
relationshiip), is based on roles, and is focused on the needs of others (Brewer and 
Gardner, 1996). In other words. The relational level involves defining oneself in terms 
of specific others and acting in accordance with the role expectations of the other 
person, appropriate role behavior regarding a specific person determines self-worth 
(Brewer and Gardner, 1996; Markus and Kitayama, 1991; in Johnson and Chang, 
2006). The third one is the collective self that is described in terms of social 
identification and the internalization of norms and characteristics of important reference 
groups, and is focused on group welfare (Brewer and Gardner, 1996). As described by 
Johnson and Chang (2006) the collective level involves motivation that is concemed 
with the welfare of one's group, which serves to promote social systems and collective 
interests (EJrewer and Gardner, 1996; Tajfel and Turner, 1986; Turner et al., 1987). At 
this level, the self is defined in terms of group membership. Hence, the individuals are 
likely to internalize the goals and norms of their group and may derive satisfaction 
when they successfully fulfill their social roles and obligations. Rather than engaging in 
interpersonal comparisons. Individuals with collective self-concepts differentiate by 
contrasting the groups they belong to with those they do not. This coincides with the 
self-aspect model which suggests that a collective self is found to be based on self-
aspects that one shares with some people but not others. 
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From the above description with regard to self-concept, it is amply clear that 
self-concept is a key to success which is most likely to determine behaviour, especially 
here in ca:se of work related behaviour viz., organizational commitment and job 
satisfaction. Similarly, organizational identification is another predictor variable which 
was taken in the present study to see its nature of predictive influence or relationship to 
organizational commitment and job satisfaction. It seems, in fact true that 
organizational identification and self-concept may also have a positive relationship with 
each other. However, over-looking the significance of the two predictor variables, it is 
warranted here to describe the concept and meaning of organizational identification and 
its probable impact or relationship on/to organizational commitment and job 
satisfaction. The detailed descriptions of the phenomenon of organizational 
identification follow: 
Organizational Identification 
The notions of identification appear very early propounded by psychoanalytic 
theory. Gautam, Van Dick and Wagner (2004) stressed that Freud (1922) considers 
identification as 'an emotional tie with another person.' Here, emphasis is given to 
affective attachment of employees with others. Freud (1949) described identification as 
"the endeavour to mould a person's own ego after the fashion of one that has been 
taken as a model." From his assertion, it can be said that identification is a subjective 
experience that arise in social context, embed the individual to change their sense of 
self when identified. Sanford, (1955), Kagan (1958) and Kelman (1958) have 
highlighted that most of the personality theories emphasize identification as a process 
to internalize social value during the process of socialization in childhood period. 
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Organizational identification refers to the sense of belongingness an individual 
holds pertEiining to work organization. Tolman (1943) refers it as oneness between an 
individual and his/her work organization which has gained increasing attention in 
organizational behavioural science, because it affects both the satisfaction of an 
individual iis well as the effectiveness of an organization. 
An individual who identified strongly witli his/her organization is most likely to 
strike hard in the accomplishment of organizational goals and sometimes such people 
are motivated in the accomplishment of organizational goals beyond their capacities 
were the contentions of Katz and Khan (1978). Organizations with high levels of 
employees identification with, therefore, may have more cohesive work atmosphere 
and greatei- levels of cooperation, involvement and altruistic behaviour, including 
greater levels of citizenship behaviour and support for the organization. Furthermore, 
organization with high level of employee's identification increases the likelihood 
opportunities to make decisions that are in the interest of organization's strategies, 
when faced with choice (Whetton and Godfrey, 1998). On the other hand, employees 
can benefit from positive self-esteem and the satisfaction of the human need to belong 
(Ashforthand Mael, 1989; Rousseau, 1998). 
In an organizational context, Foote (1951) for the first time used the term 
identification and considered identification as a basis for motivation (Bartel, 2006). 
Foote (1951) also described organizational identification as 'appropriation of and 
commitment to a particular identity or series of identities that describes human beings 
tends to identify with members in groups; that they categorize the social world around 
them in order to regularizes their doings; and that these categorizations of experiences 
motivate behaviour through the necessary commitment of individuals in all situations. 
According to Foot, organizational identification is the conception of the individual as a 
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member of the organization that is most likely to motivate individuals to act on behalf 
of the organization. Brown (1969) contended identification as 'a self-defining response, 
set in specific relationship between the individual and his or her organization.' Brown's 
approach on identification focuses on four aspects of involvement: (1) attraction to the 
organization, (2) consistency of organizational and individual goals, (3) loyalty toward 
the organization, and (4) reference of self to organizational membership. These aspects 
constitute the basic components of organizational identification. 
Lee (1971) defined organizational identification as 'the degree of the 
individual's broad personal identification with the organization'. His approach 
emphasized three main aspects of organizational identification viz., (1) belongingness-
a sense of belongingness resulting from common goals shared with others or 
employees' feelings that their function fulfils their personal needs, (2) loyalty- which 
addressed attitudes and behaviours like support for organizational goals, taking pride in 
the tenure in the organization or defending the organization to the outsiders, and (3) 
shared characteristics implies a certain similarity in quality between the individual and 
others within the organization. Almost in the same pace of time a third approach of 
identification was offered by Patchen (1970) in his book 'Participation, Achievement 
and Involvement in the Job'. Patchen conceptualized organizational identification as 
involving a composite of the three phenomena that include (1) a perception of shared 
characteristics with organizational members, where an individual possesses shared 
interest and goals with other organizational members, (2) a feeling of solidarity with the 
organization, where the individual feels a sense of belongingness to that organization, 
and (3) support of the organization, where the individual supports and defends the 
organizational goals and policies. Furthermore, Hall, Schneider and Nygren (1970) saw 
organizational identification as 'the process by which the goals of the organization and 
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those of the individual become increasingly integrated or congruent'. Edwards (2005) 
writes about Hall, Schneider and Nygren (1970) description that their approach on 
organizational identification emphasized on two aspects: (1) goal and value acceptance 
and (2) emotional commitment to the organization. According to their definition they 
used the notion of self that is integrated with the organization by integrating goals and 
values of organization into one's own identity. Tliis goal and value acceptance and their 
integration into the individual's own value and goal system lead to a degree of 
emotional commitment to the organization. 
From the above approaches, it has been clear that several conceptualization of 
organizational identification emerged but the most dominant approach to organizational 
identification is associated with social identity theory and self categorization theory 
(Tajfel, 1972; Tajfel, 1978; Tajfel and Turner, 1979). According to social identity 
theory (SIT), the self-concept comprises of two components i.e., a personal identity that 
encompass an individual's unique sense of self (like bodily attributes, abilities, 
psychological traits, interest) and a social identity that defined as "that part of an 
individual's self-concept which derives fi-om his knowledge of his membership of a 
social group together with the value and emotional significance attached to that 
membership." Therefore, according to Tajfel and Turner (1985) in order to construct 
their self-concept, especially the social part, people tend to classify themselves and 
others into various social categories (like organizational membership, religious 
affiliation, gender and age cohort) and assign themselves as the member of a particular 
group. Earlier Tolman (1943) had already stressed upon that through categorization 
processes, individual identify themselves as members of particular groups and perceive 
themselves as psychologically knotted with the group's fate, sharing its common 
destiny, and experiencing its successes and failures. This social categorization and 
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identification is one part of tlie tlieory, tlie other part of the theory concerning that 
individuals have a tendency for social comparisons in order to understand social 
environment, they compare themselves to others on the basis of their membership of 
particular groups. Additionally, theory also described that individual has self esteem 
needs, and people will try to enhanced positive self image either by trying to enhance 
their personal identity or social identity. 
Ashiforth and Mael (1989) were the first researchers, who draw the idea of 
social identity theory in explaining organizational identification. Social identification is 
the perception of belongingness to a group and a sense of oneness with the group and 
organizational identification is a specific form of social identification where the 
individual defines him or herself in terms of their membership in a particular 
organization (Ashforth & Mael, 1989). Moreover, the most important social 
identification component Ashforth and Mael (1989) refer to is the idea of self-
categorization. This means that, greater levels of organizational identification occur 
when members categorize themselves into a social group (the organization), on the 
basis of distinctiveness and prestige of the organization. By identifying with an 
organization, employees perceive themselves as psychologically intertwined with the 
organization's fate, sharing its common destiny, and experiencing its successes and 
failures. After three years of Ashforth and Mael (989) contribution, Mael and Ashforth 
(1992) formally defined organizational identification as 'the perception of oneness with 
or belongingness to an organization, where the individual defines him/herself in terms 
of the organization(s) in which he/she is a member'. By definition organizational 
identification is organization specific, employees may suffer fi"om a psychic-loss, if an 
organization to which they identify merge into a new entity (Levinson, 1970). Based on 
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their definition given in 1992, Mael and Ashforth developed a six items scale 
measuring organization identification. 
A little later, Button, Dukerich, and Harquail (1994) said about identification as 
the idea of a 'person's self-concept containing the same attributes as those in the 
perceived organizational identity'. This means that when employees identify strongly 
with the organization, the attributes they use to define themselves are also used to 
define the organization. In other words, organization identification means that 'an 
individual has accepted the organization's goal and values to the degree that these goals 
and values axe identical to what he/she sees as central, distinctive and enduring about 
their organi2;ation' (Button et al, 2004). Thus, organizational identification is one form 
of psychological attachment that occurs when individual adopt the defining 
characteristics of the organization as defining characteristics for themselves (Button et 
al., 1994). Note from the definition that identification is based on self-perception rather 
than the person's perception of an organization. Button et al. (1994) emphasized that an 
employees identity as an organizational member can be more important than alternative 
identities. Furthermore, if some one's self-concept has many similar characteristics as 
the organization, it is more likely that he or she will define the organization as a social 
group. In view of Edwards (2005) there view strongly embedded in social identity 
theory but in contrast with the earlier concept, they introduce the term perceived 
organizational identity in their review. Otherwise, this approach has some overlap with 
earlier concept of organizational identification in which terms like shared 
characteristics are used. 
In view of Pratt (1998) 'organizational identification occurs when an 
individual's beliefs about his or her organization become self-referential or self-
defining'. Self-referential occurring through "affinity", which one is recognized as a 
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collective or role "deemed similar to one's self. And self-defining occurs through 
"emulation"' where one changes "to become more similar" to the collective or role. 
Pratt's (1998) view involves the integration of 'beliefs about one's organization into 
one's identity' and that 'identification explicitly refers to the social aspects of a 
person's identity'. 
Rousseau (1998) defined identification as a psychological state in which 
individuals perceive themselves to be part of a large whole, specifically the 
organization. According to him, identification is cognition of the self in relation to the 
organization. Rousseau (1998) has used slightly different approach and divided 
identification into two processes: 
(1) Situated identification refers to 'a perception of a discrete work setting, 
created by situational cues signaling shared interests'. Here, she emphasized that 
employees carry out work that is expected of them in their role and situational cues that 
encourage a perception of shared interests. This perceived shared interest, where 
individuals see themselves as part of a large organizational identity due to situational 
cues, is what Rousseau called situational identification. This form of identification can 
form quickly and can also disappear as situational cues are removed. Thus, situational 
identification remains salient as long as the cues persist; 
(2) A deep structured identification is develop where the employees formed 
such a connection with the organization that involves cognitive (self) schemas in which 
employees' relationships has in some respects altered the mental model that they have 
of themselves. This second form of identification occurs across situations and overtime 
and lead to congruence between people's self at work and their broader self-concept as 
contended by Turner (1978). To the large extant all the above approach mentioned that 
identification is perceived as a cognitive process. Johnson, Johnson and Heimberg 
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(1999) defined organizational identification as "a process of internal and external 
persuasion by which the interests of an individual merge with the interest of an 
organization, resulting in the creation of identification based on those interests". This 
concept described organizational identification as a social and psychological process 
whereby, members of an organization develop and maintain an attachment with an 
organization, and behave in ways that represent the best interest of the organization. 
Van Dick (2001) examined Ashforth and Mael's (1989) definition of 
organizational identification. He opined that Ashforth and Mael's definitions focus on 
cognitive as]3ects of identification. Based on the assumptions of social identity theory, 
several authors (e.g. Bergami and Bagozzi, 1996; Van Dick, 2001) expanded the scope 
of organization identification Van Dick (2001) stated that identification emphasizes 
four different components that are as follow: 
(1) A cognitive component, which is the knowledge of a certain group membership 
(i.e. the acceptance of being seen as the member of a certain group), 
(2) An affective component, which describes the emotional attachment to this group 
(i.e. the individual's assignment of positive feelings with the group), 
(3) An evaluative component which is the value connotation assigned to that group 
(i.e. the perception of positive and negative assessments from outside), and 
Van Dick emphasized above three components based on social identity theory 
given by Tajfel and Turner (1979) and they added fourth component based on the work 
of ethnic identity. Research on ethnic identification has shown that a person's 
identification is also indicated by his or her participation in (ethnic) group behaviours 
(Phinney 1991). Therefore, it could also included a fourth component namely 
(4) A conative (i.e. a behavioural) component which include actual behaviour (i.e. 
participation in actions which are relevant for the group). 
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Van Dick recognized cognitive as well as affective component in the process of 
identification while evaluative and behavioural components as an outcome of 
identification process than the process itself 
Identification has important implications at the individual, group, and 
organizational levels specifically, identification with the organization cultivates a sense 
of belongingness, meaning, and control in employees as have been observed by 
Ashforth (2001) and has been positively associated with performance has been 
emphasized by Mael and Ashforth (1995). Riketta (2005) explained that a recent meta-
analysis of identification research found that organizational identification has a strong 
positive correlation with affective commitment, occupational and work group 
attachment, job and organizational satisfaction and job involvement, and a strong 
negative corielation with turnover intention. It is very important to mention here that 
individuals who identify strongly with their organization experience a "Psychic loss" if 
they leave their organization. This contention was also highlighted by Mael and 
Ashforth (1992). Hence, employees' attitudes and behaviour are seem to be highly 
important for organizations to develop identification. As employees are identified 
strongly with their organization, they are willing to go extra mile in acting on behalf of 
the organization. This is not only relevant for the internal organization, employee's 
positive organizational behaviour may also have its effects on the organization's 
enviroimient. 
In addition to identification, organizational theorist moved beyond the 
organization identification to see the other forms of attachment to/with organization 
(Ashforth, 2001; DiSanza and Bullis, 1999; Dukerich et al., 1998; Elsbach, 1999; Pratt, 
2000; Kreiner and Ashforth, 2004). The purpose behind this expansion is that 
identification drives a sense of self in relation to organization and highlight important 
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outcomes. Here, focus is given on the overlapping of identities at the cost of exploring 
other forms of self-definition. How might individuals see him/her self different from or 
in conflict with the organization? What if, when individual defines him/her self as 
partially same as and partially different from the organization? And what effect would 
this has on individual and organization? In order to answer these question researcher 
examined the "expanded model of identification" that includes multiples ways peoples 
can define themselves through organizational attachment (Kreiner and Ashforth, 2004). 
Hence, three new different forms have been introduced: disidentification, ambivalent 
identification, and neutral identification (Dukerich et al, 1998; Ellemers et al., 2002; 
Kreiner and Ashforth, 2004; DiSanza and Bullis, 1999, Elsbach 1999, Pratt, 2000, and 
Ashforth 2001). 
Like identification, the phenomenon of disidentification also takes place that 
has been taken care of by behavioral scientists. Disidentification is defined as "a self-
perception based on (1) a cognitive separation between one's identity and one's 
perception of the identity of an organization, and (2) a negative relational 
categorization of oneself and the organization" (Elsbach and Bhattacharya, 2001). In 
the words of Dutton, Dukerich, and Harquail's (1994) organizational identification is 
defined as the degree to which a person defines him/herself as not having the same 
attributes as their organization. A disidentified member maintains "a sense of self-
distinctiveness through perceptions and - feelings of disconnection" (Elsbach and 
Bhattacharya, 2001). It is important to note that disidentification is not merely the 
opposite of identification. It is a bipolar, unidimensional variable. Past researches have 
shown that (Ashforth, 2001; DiSanza and Bullis, 1999; Dukerich et al., 1998; Elsbach, 
1999, 2001; Pratt, 2000) disidentification is a separate variable that has a unique 
psychological state consisting of disconnecting (typically negative) aspects of the 
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organization from oneself. Whereas, identification consists of connecting (typically 
positive) aspect of the organization to oneself. Disidentification represents a state of 
intense conflict felt between individual and organization and is simply unwilling to 
trust the organization and subsequently to stay with it. Kreiner and Ashforth (2004) 
rightly stated that both turnover and retention of strongly disidentified employees can 
be harmful to the organization. According to them negative reputation, negative 
affectivity and cynicism have been positively associated with disidentification. 
Ambivalent identification or schizo-identification occurs when members 
simultaneously identify and disidentify with the organization (Elsbach, 1999) and ends 
up with "mixed feelings" about their organization (Pratt and Doucet, 2000). Members 
with ambivalent feelings are incapable of establishing a positive and strong relationship 
with their organization and their severe lack of detennination leads to a state of lethargy 
(Pratt and Doucet, 2000). To the degree that organization members experience 
ambivalent identification, they (1) use valuable cognitive and emotional resources that 
could othervise be spent on organizationally helpful pursuits, and (2) likely are 
reluctant to go above and beyond the required level of job performance as are usually 
shown by employees having high identification. The component of ambivalence 
reflects positive associations would be encouraged by most organizations, whereas, the 
negative component would be discouraged. This mixed action may most likely create 
isolation and stress for the ambivalent individuals as well as perceptions of hypocrisy 
and pressures to conform (Meyerson and Scully, 1995 in Kreiner and Ashforth, 2004). 
Kreiner and Ashforth (2004) found intra-role conflict and organizational identity 
incongruence to be an important antecedent of ambivalent identification. Neutral 
identification exists when members neither identify nor disidentify with the 
organization. In the words of Elsbach (1999) neutral identification is self-perception 
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that may be based on the exphcit absence of both identification and disidentification 
with an organization. Here, members consciously choose to remain neutral toward the 
organization and this neutrality is self-defining to them. Kreiner and Ashforth (2004) 
viewed that members who remain neutral toward the organization are less likely to 
exert effort on behalf of the organization and are mainly driven by self-serving interests 
and moreover, they also emphasized that strong organizational identity and 
individualism are considered as an antecedents of neutral identification. 
A comprehensive details of the concept and meaning of organizational 
identification have given above are evident of the fact that organizational identification 
has been differently viewed by different people, especially the behavioural scientists 
but attitudinal aspect seems to be an inherent notion which has been highlighted by 
everyone either directly or indirectly. Amidst the discussion on organizational 
identification, it is found here necessary to make differentiation between organizational 
identification and organizational commitment as these two variables seem to be similar 
to each other, though, these two are functionally different. The distinctions between the 
two are being deliberated below: 
The construct of organizational identification appears to be similar to the 
construct oi' organizational commitment. In fact, organizational identification is 
conceptually and functionally different fiom organizational commitment. 
Organizational commitment has been defined differently by different researchers, but 
the two most widely similar or confusing are those of Mowday et al. (1979) definition 
of organizational commitment and Meyer and Allen (1991) definifion of affective 
commitment, which were given earlier, create problem in understanding organizational 
identification as a separate concept. So, it is important to mention here that the concept 
of organiza.tional identification is rooted in social identity theory with its emphasis on 
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self definition via organizational membership whereas neither Mowday et al. nor Meyer 
and Allen conception of identification does not emphasized on it (Mael and Ashforth, 
1995; Pratt, 1998; van Dick, 2004; van Knippenberg and Sleebos, 2006; and Ashforth, 
Harrison and Corley, 2008). Affective Commitment shows positive attitude toward the 
organization and consider the self and the organization separate entities. In contrast, 
organizational identification is defined as a perceived sense of oneness with the 
organization, necessarily implicating one's self-concept toward the organization (Pratt, 
1998; Edwiirds, 2005; Riketta, 2005; Ashforth, Harrison and Corley, 2008). 
"Organizational commitment is often associated *^vith, 'How happy or satisfied am I 
with my organization? While organizational identification is concerned with the 
question, 'How do I perceive myself in relation to my organization?" as according to 
Pratt (1998). Organizational identification is organization specific whereas commitment 
may be more readily transferred to other organizations that inspire a similar positive 
attitude (Ashforth et al., 2008). Furthermore, some researcher argued that 
organizational identification is more strongly associated to the variables that suggest an 
attractive, distinctive, and internally consistent organizational identity, share fate with 
the organization, salient rival organizations, self-sacrifice on behalf of the organization 
(Dutton et al., 1994; Edwards, 2005; Gautam et at., 2004; Mael and Ashforth, 1992; 
Pratt, 1998; Van Knippenberg and Sleebos, 2006) and extra role performance (Riketta, 
2005). Whereas, organizational commitment is more strongly related with attitudinal 
variables such as job satisfaction (Riketta, 2005; Van Knippenberg and Sleebos, 2006; 
Cole and Brach, 2006 and Ashforth et al, 2008), employee involvement and quality of 
exchange relationships (Mowday et al., 1982; Eisenberger et al., 1986; Rousseau and 
Parks, 1993; Meyer and Allen, 1997; Rhoades and Eisenberger, 2002). Edwards (2005) 
concluded that organizational commitment focuses more on what an organization does, 
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whereas identification antecedents are more related to what the organization is. Inspit 
of these conceptual differences, results have often illustrated strong correlations 
between commitment and identification (Witt, 1993; Ashforth and Saks, 1996; Siegel 
and Sisaye, 1997; Van Dick, 2004; Harris and Cameron, 2005; Riketta, 2005). 
However, most researchers stated that (affective) commitment differs from 
identification (Ashforth and Mael, 1989; Pratt, 1998; Van Knippenberg and Van Schie, 
2000; Mael and Tetrick, 1992; Van Knippenberg and Sleebos, 2006; Van Dick, 
Wagner, Stellmacher and Christ, 2004; Van Dick et al., 2004; Meyer, Becker and 
Vandenberghe, 2004; Bedeian, 2007; Bergami and Bagozzi, 2000; Cole and Bruch, 
2006; Gautcun, Van Dick and Wagner, 2004; Herrbach, 2006; Mael and Tetrick, 1992). 
Despite inconclusive findings, organizational identification and commitment are still 
one of the most important issues in organizational behaviour research in quest of 
motivating people at work and for achieving high predictive efficacy. Here in this 
context, organizational identification is used as a distinguishable concept from 
organizational (affective) commitment. 
In view of the preceding descriptions, it is certainly appeared that there are no 
studies which have been undertaken earlier simultaneously taking all the two predictor 
variables as well as criterion variables. Since, there is no conclusive trend found with 
regard to the relation of the predictor variables with criterion variables, therefore the 
present piece of research work may be considered as one of the larger studies ever 
taken in Indian sub continent. 
Objectives and Relevance of the Study 
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In the light of theoretical and empirical evidences, the major objective of the 
present investigation was to examine the predictive efficacy of self-concept and 
organizational identification on organizational conmiitment and job satisfaction of the 
university teachers. Since, to the present investigator organizational commitment and 
job satisfaction could have very well attracted so far as individual as well as 
organizational efficiency leading to organizational effectiveness are concerned, 
therefore, in-depth investigation of these two work related behaviours were undertaken 
as a function of self-concept and organizational identification. The sub-objectives of the 
study were manifold that are being deliberated as below: 
— Detennination of the predictive influence of self-concept on organizational 
commitment and job satisfaction and their various facets for total as well as for 
the thi'ee hierarchies of university teachers, and 
~ Looking into the predictive influence of organizational identification as well as its 
seven facets in determining organizational commitment and job satisfaction and 
with their various dimensions for total, as well as, for the three hierarchies of 
university teachers. 
In addition to the above major and sub-objectives, the study was also endevoured to 
investigate the quantum of contribution of each significant predictor on organizational 
commitment and job satisfaction and their numerous determinants. 
Having accomplished the objectives of the investigation, the researcher has 
come across the various facts, if those could have been properly managed in boosting 
organizational commitment and job satisfaction of the employees at work place then 
these will help the organization to develop or create such an environment and 
opportunities where organizations may work with higher efficiency leading to enhance 
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yz aving given an exhaustive description about the meaning and concepts of different 
criterion and predictor variables, the present chapter is aimed to present and review the 
available research studies which are directly or indirectly related to different variables 
concerned to the present study. Such effort is necessary because research is a part of 
broad endeavour for search and generation of knowledge in which each individual 
research has a contributory role. Therefore, before undertaking research, it is imperative 
to review research studies which have already been done in the field. The presentation 
of survey of literature will follow the same sequence which was adopted in Chapter-1 
started with the description of criterion variables and then predictor variables. Hence, 
the studies related to different variables follow: 
Organizational Commitment 
Since the past several decades, it has been witnessed that the construct of 
employees' commitment towards the organization occupied an important place in 
organization behaviour research. Organizational psychologists are of the opinion that 
employees' commitment with organization is recognized as one of the major 
determinants of job satisfaction, absenteeism, turnover intension, organizational 
performance and effectiveness (Steers, 1975; Mowday et al, 1979; Angle and Perry, 
1981; Mathieu and Zajac, 1990; Allen and Meyer, 1996; Mowday, 1998; Lok and 
Crawford, 2001; Yousef, 2000; Chen and Francesco, 2003; Schwepker, 2001 and 
Wasti, 2002). Moreover, there are studies which have reported positive relationship 
between organizational commitment and organiz£itional citizenship behaviour (Meyer, 
Stanley, Hercovitch and Topolnytsky, 2002), willingness to share knowledge and 
engagement in extra-role behaviour (Storey and C^uintas, 2001; McKenzie, Truch and 
Winkelen, 2001). Studies have also shown that components of commitment i.e.. 
affective and normative commitment are positively related and continuance 
commitment is negatively connected with performance and citizenship behaviour 
(Hackett, B.ycio and Handsoff, 1994; Shore and Wagner, 1993) in the line with Meyer 
and Allen's (1991) findings. 
The development of organizational commitment is strongly associated with 
personal, organizational and work characteristics (Mowday et al., 1979; Nijhof et al., 
1998). Personal factors such as age, tenure, gender, family status and educational level, 
need for achievement are found significantly associated with commitment (Thomhill, 
Lewis and Saunders, 1996). In contrast, organizational characteristics such as 
organizational structure, organizational culture, policies and practices (Meyer and 
Allen, 1991 and 1997), organizational support, organizational dependability and 
instrumental communication (Colbert and Kwon, 2000) were found significantly 
related with organizational commitment. Thomhill et al. (1996) found that 
communication with employee in terms of flow up and flow down in the organization is 
significantly related to the organizational commitment. In a survey on N=1147 
teachers, Billingsley and Cross (1992) determined the predictors of teacher's 
commitment. Their results advocated that work related variables such as leadership 
support, role conflict, role ambiguity and stress are the best predictors of teacher's 
commitment. They also concluded that increasing administrative support and their 
managerial behaviour such as feedback, encouragement, acknowledgment, use of 
participative decision-making and collaborative problem solving are important in 
building a committed and satisfied teaching staff. This study seems to be very usefiil to 
explain some of the findings of the present study as commitment with the organization 
is an importiint behavioural dimension which can be utilized for evaluating employees' 
commitment through strength of attachment with work. Keeping in view the 
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importance of highly committed employees, Welsch and LaVan (1981) had made an 
effort for identifying those variables that are related to organizational commitment, in 
order to design strategies that maximize commitment level, especially of employees in 
not-for-profit firm. Results of their study indicate that role conflict and role ambiguity 
are detrimental to commitment, while a participative climate, power, team work, 
satisfaction with work and promotional opportunities, age, tenure and length of 
professional employment are positively related to organizational commitment. 
Similarly, Meyer and Allen (1991) reported promotion, satisfaction, job characteristics, 
extrinsic and intrinsic exchange, as well as extrinsic and intrinsic reward, as significant 
predictors organizational commitment among blue collar workers. Domstein and 
Matalon (1998) described eight variables that explain 65% of variance in organizational 
commitment. These are interesting work, coworker's attitudes towards the organization, 
organizational dependency, age, education, employment alternatives, attitude of family 
and friends. 
Angle and Perry (1983) compared two models leading to organizational 
commitment. The member-based model (which holds that commitment originates in the 
actions and personal attributes of the organization member) and the organization-based 
model (which is based on the premise that commitment reflects a member's having 
provided resources that satisfy important needs). Finding revealed that both models 
explained significant amount of variance in commitment but organization-based model 
received more support from the data. Research finding also revealed that extrinsic 
aspects of satisfaction were more strongly associated with organizational commitment 
than were intrinsic aspects. It looks from the findings that extrinsic aspects have always 
been important for any work related behaviotir, although, intrinsic one seems to be the 
inherent aspect. 
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Sharma (1987) found scope of advancement, grievance handling, participative 
management, objectivity and rationality, recognition and appreciation, safety and 
security, and training and education to be significantly correlated with organizational 
commitment. 
Koys (1988) found that HRM practices were more likely to influence 
employees' commitment when they were seen as motivated by a concern for 
employees. Research studies have found a positive relationship between HRM practice 
and organizaitional commitment (Wright, Gardner, and Moynihan, 2003 and Paul and 
Anantharamjin's, 2004). 
Folger and Konovsky (1989) stated that commitment is more closely related to 
perceptions of fair treatment than to satisfaction with personal outcomes. The above 
studies were seen very important in quest of discussing the findings of the present 
endeavour. 
Wittig-Berman and Lang (1990) studied on the influences of individual value 
system, organizational investments and personal constrains on organizational 
commitment directly or indirectly through job satisfaction. They had used hierarchical 
regression analysis on data obtained from N=270 students employed full-time in 
managerial or professional positions. Results show that organizational investment and 
the protestiiiit work ethics both exert significant direct effects on organizational 
commitment whereas, personal constraints showed a negative relationship with values 
commitment and the effect of the materialistic work ethics was found non-significant. 
However, job satisfaction showed a substantially higher correlation with value 
commitment than did any other antecedents. 
Dunl-iam, Grube, and Castaneda (1994) conducted a study collecting data on 
N==2,734 persons to examine how participatory management and supervisory feedback 
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influenced employees' levels of affective, continuance, and normative commitment. 
The researchers found that when supervisors provided feedback about performance and 
allowed employees to participate in decision-making, employee's level of affective 
commitment was stronger than in both the aspects of continuance and normative 
commitment. It was also reported that employee's intention for staying with the 
organization was more related to wanting to, rather than needing to or feeUng they 
ought to. 
Loui (1995) examined the relationship between the broad construct of 
organizational commitment and the outcome measures of supervisory trust, job 
involvement, and job satisfaction. Loui (1995) reported positive relationships of all 
work related aspects with organizational commitment. 
Irving, Coleman, and Cooper (1997) investigated the relationship between 
affective, continuance, and normative commitment and the outcome measures of job 
satisfaction and turnover intentions. Results revealed that job satisfaction was 
positively related to both affective and normative commitment. However, job 
satisfaction was negatively related to continuance commitment. All three types of 
commitment were negatively related to turnover intentions, with continuance 
commitment having the strongest negative relationship. 
Meyer, Irving and Allen (1998) explored the effects of work values and early 
work experiences on organizational commitment. Regression analyses revealed that 
values and experiences had influenced in the prediction of affective and normative 
commitment, but the nature of interaction was different for different work 
value/experience combination. The finding also revealed that positive work experiences 
have strong significant influence effect on commitment among those who most value 
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such experiences. It is found that, favourable work experiences'*"are powerful 
determinants of commitment (Meye, Bobocel and Allen 1991). 
Yovmg, Worchel and Woehr (1998) examined the factors associated with 
organizational commitment among blue-collar workers. The results indicate that 
promotional satisfaction, job characteristics, communication, leadership satisfaction, 
job satisfaction, extrinsic and intrinsic rewards were positively and significantly related 
to commitment. Contrary to expectations, pay satisfaction did not correlate significantly 
with commitment. 
Harirision and Hubbard (1998) examined the commitment levels among 
Mexican employees. Resuhs indicate that job satisfaction, participative decision 
making, and age were predictor of organizational commitment. However, leader 
behaviour, tenure and perceived organizational effectiveness were found to be 
significantly correlated with commitment. 
Vashishtha and Mishra (1999) conducted a study on N=200 supervisors (aged 
40-45 yrs) employed at Scooters India Limited, Lucknow to examine the relationship 
between social support and organizational commitment. The results of the study 
advocated significant positive correlations between (1) affective commitment and 
overall organizational commitment with social support; (2) appraisal support and 
organizational commitment; (3) belonging support; and organizational commitment; (4) 
tangible support and organizational commitment. Results confirm that social support 
has positiv(; and significant relationship with organizational commitment of 
supervisors. 
Cheung (2000) analyzed commitment to the organization in exchange for 
support from the organization. Data were collected on N=927 employees from 8 high-
technology companies of Taiwan. They found that employees organizational 
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commitment and perceived organizational support exhibited strong reciprocal and 
positive relationships, with control for a number of back-ground characteristics. In 
addition, a significant positive effect of organizational support averaged for the job on 
the employee's organizational commitment was detected. Moideenkutty and his 
colleagues (2001) examined the role of perceived organizational support as a mediator 
of the relationship between perceived situational factors and affective organizational 
commitment. Analysis revealed the fact that perceived organizational support fully 
mediates the relationship significantly between perceived situational variables and 
affective commitment to the organization. 
Chiu and Ng (1999) studied on, whether women-friendly organizations have 
more committed employees. Data was collected from companies located in Hong Kong 
and the result indicates that women friendly HRM policies have a positive impact only 
on women and their affective commitment and not on their continuance commitment. 
Findings also indicate that employees who are more likely to get benefit directly from 
progressive policies that symbolize concern for them become psychologically more 
attache to their organizations than those who perceive little value in the policies for 
their work lives. The findings of this study highlight to the fact that organizational 
practices are more important factors for enhancing identification with the work and the 
organization and that may subsequently lead to experience employees more satisfied 
and to develop more sense of commitment with the work and at large with the 
organization. 
Hochwater et al. (1999) reported two of their studies. The aim of their study was 
to test organizational commitment as moderator of the relationship between perceived 
politics and the outcomes of intent to turnover and job tension. The sample of the l" 
study were N== 146 middle and upper level managers which were taken from hotel 
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industry while for second study the sample size was N= 1,234 which were taken from 
university employees. Both studies demonstrate that the positive relationship between 
organizational politics and job tension decrease as organizational commitment 
increases. Furthermore, the positive relationship between organizational politics and 
intent to turnover decrease as organizational commitment increases in study 1 but not in 
study 2. 
Coleman, Irving and Cooper (1999) studied the relationship between locus of 
control (LC)C) and two different forms of organizational commitment viz., affective 
and continuance on a sample of N=232 employees which were collected from Canadian 
government agency. They found that internal LOC was associated with affective 
commitment and external LOC was associated with continuance commitment. 
Rai and Sinha (2000) investigated the relationship between transformational 
leadership, organizational commitment and facilitating climate undertaking the sample 
of N= 261 middle level male executives working in banks. Multiple regression analysis 
reveals the fact that supervisors' transformational leadership style had significant 
relationship with commitment. Further, it was found that facilitating climate enhanced 
the strength of association of leadership with commitment. Some of the dimension of 
superiors' leadership and commitment were also found to be significantly correlated 
with the aspect of financial performance. 
Finegan (2000) investigated the impact of person and organizational values on 
organizational commitment. The results of hierjirchical multiple regression analyses 
found that commitment was predicted by the employees' perception of organizational 
values. Furthermore, affective, normative and continuance commitment were predicted 
by different clusters of values. 
Heffner and Rentsch (2001) employed a multiple constituencies approach and 
hypothesized that work group social interaction would influence work group affective 
commitment. The model was tested using survey responses from 154 employees. The 
path analytic results supported the hypothesized relationship between social interaction 
and affective commitment. Comparative analyses showed the employee's focus of 
commitment was significantly related to differences between affective and continuance 
commitment:. 
Enriques, McBride and Paxton (2001) examined the impact of improving 
knowledge of strategic goals on organizational commitment. Results from a total of 551 
surveys indicated that respondents remembered significantly more strategic goals after 
program implementation, respondents who had personal involvement in achieving 
goals remembered significantly more goals than those without involvement. These 
findings suggest that organization may be able to strengthen employee's commitment 
by increasing awareness of organization's strategic goals and encouraging employees to 
become personally involved in the achievement of those goals. 
Cho and Lee (2001) examined public and private manager perceptual and 
attitudinal differences associated with organizational commitment in South Korea. Data 
were collected on 548 local government managers and on about 200 private bank 
managers. Researchers found that Korean public managers scored high on perceived 
job prestige and perceived centralization than their counterparts in the private sector. 
There were no significant differences in the dimension of commitment to stay, job 
satisfaction, and perceived inequity between the 2 sectors. It is concluded that one of 
the powerful antecedents of organizational commitment in Korean public sector is job 
prestige perceived by public managers. 
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Somech and Bogler (2002) analyzed the distinctive relationships of teacher 
professional and organizational commitment with participation in decision making and 
with organizational citizenship behaviour (OCB). The data were collected on N=983 
middle school teachers in Israel and it was found that participation in the managerial 
domain was positively related only with teachers' professional commitment. 
Professional commitment was positively associated with OCB towards the students, 
whereas organizational commitment was positively associated with all three dimension 
of organizational citizenship behaviours. 
Camilleri (2002) found that higher the position tenure in the organization, 
higher will be the degree of overall organizational commitment, and with continuance 
and normative commitments. The study also concluded that the degree of 
organizational commitment is dependent on the personality of the individual, level of 
ambiguity, conflict and overload role states. 
Lam and Zhang (2003) collected data on N^203 fast food industry employees 
and their result shows that job characteristics, training and development, and 
compensation and fairness are related to satisfaction and commitment of new 
employees. 
In a study conducted by Bogler and Somech (2004) on a sample of 983 
teacher's found that out of six aspects of empowerment—^professional growth, status 
and self-efficacy were significant predictors of organizational and professional 
commitment. On the other hand, decision making, self efficacy and status were 
significant predictors of organizational citizenship behaviour. While, autonomy and 
impact were not found as significant predictors of any of the facets of commitment. 
Mottaz (2005) conducted a study on 1,385 workers. Analysis advocated that 
individual characteristics have little impact on either satisfaction or commitment. While 
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work rewards are found to be a better predictors of satisfaction then commitment. 
Moreover, data indicate tliat satisfaction and commitment liave reciprocal effects. 
However, it appears that satisfaction has a significantly greater effect on commitment 
than the reverse. 
Harris and Cameron (2005) studied three component models of organizational 
identification and commitment as predictors of turnover intentions and psychological 
well-being (self-esteem, satisfaction with life, and self-efficacy) on employees (N= 60) 
of a small organization. Although these having high organization identification tend to 
have high commitment, but different dimension of each construct were specifically 
linked to various criteria. They also reported that affective components of both 
identification and conmiitment were negatively associated with turnover intentions, and 
positively associated with perception of self-efficacy, while, continuance commitment 
was negatively related to self-esteem and self-efficacy. The study of Harris and 
Cameron have taken both the phenomena of identification and commitment as they 
tend to perceive these work related behavioural phenomenon as different to each other 
and findings remove the anomaly of the two as tliese have similar pattern of effect and 
relationship. Moreover, their reported finding that continuance commitment is found to 
have negative relationship with self esteem and self efficacy is unique, interesting and 
highly unusual for which there must be the difficulty in giving logical explanation. 
Hence, direction of result poses challenge for researchers. 
Muthuveloo and Rose (2005b) did a study on antecedents and outcomes of 
organizational commitment among Malaysian engineers, focused on the three 
components of organizational commitment-affective, continuance and normative 
commitments and concluded that positive employees' perceptions enhance 
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organizational commitment whicli in turn may most likely lead to positive 
organizational outcomes. 
Shahnawaz and Juyal (2006) explored various HRM practices in tv^o different 
organizations-consultancy/research based organization and fashion industry. 
Regression results showed that performance appraisal and attitudes towards HRM 
department were the significant predictors of organizational commitment in both 
organizations. 
Erdhein, Wang and Zickar (2006) explored the linkages between five factors 
model of personality and Meyer and Allen's (1991) model of organizational 
commitment. Results highlighted that extraversion was significantly related to 
affective, continuance and normative commitment. Neuroticism, conscientiousness, and 
openness to experience were all significantly related to continuance conmiitment. 
Lastly, Agreeableness was significantly related to normative commitment. 
Smeenk, Eisinga Teelken and Dooewaard (2006) in their study on the effects of 
HRM practices and antecedents on organizational commitment among university 
employees observed that in the separatist faculty decentralization, compensation, 
training/development, positional tenure and career mobility have significant effects. 
Age, organizational tenure, level of autonomy, working hours, social involvement and 
personal importance are found significantly affecting employees' organizational 
commitment in the hegemonist faculty. Participation, social interactions and job level 
are important factors in both faculties. The findings indicated that the set of factors 
affecting the organizational commitment of employees differs between the separatist 
and hegemonist faculties. 
Brairimer, Millington and Rayton (2007) investigated the relationship between 
organizational commitment and employee perceptions of corporate social responsibility 
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(CSR). Specifically they examined the impact of three aspects of socially responsible 
behaviour i.e., 1) employees perceptions of corporate social responsibility in 
community, 2) procedural justice in the organization and 3) the provision of employee 
training on organizational commitment of 4,712 employees, drawn from financial 
service company. The results advocated that the external CSR is positively related to 
organizational commitment and the contribution of CSR to job satisfaction is as 
important as for organizational commitment. 
Sezgin (2009) studied the relationship between teacher's organizational 
commitment perceptions and both their psychological hardiness and some demographic 
variables on a sample of 405 randomly selected primary school teachers. Here, 
perceptions of organizational commitment were examined under three components— 
compliance, identification, and internalization. Results revealed that psychological 
hardiness is positively and significantly related to both identification and internalization 
components, whereas, it is negatively and significantly correlated to the commitment 
predicted on compliance. Teacher's compliance commitment is negatively associated 
with both identification and internalization. Although gender and years of experience 
are significant predictors of identification and internalization, the variable of subject 
specialization and age did not significantly predict all three components of teacher 
commitment. 
Hulpia, Devos and Van Keer (2009) studied the effects of a cooperative 
leadership team, distributed leadership, participative decision-making and context 
variables on teacher's organizational commitment. The multilevel analyses on data 
from 1522 teachers revealed that presence of a cooperative leadership support played a 
significantly positive key role in predicting teacher's organizational commitment. Also, 
participative decision-making and distribution of supportive leadership function had a 
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significant positive impact on teacher's organizational commitment. In contrast, 
distribution of tlie supervisory leadership function and teacher's job experience had a 
significant negative impact. 
Warsi, Fatima and Sahibzada (2009) analyzed general behaviour of private 
sector employees that shows positive and significant relationship between work 
motivation, overall job satisfaction and organizational commitment. Although, the 
impact of job satisfaction on organizational commitment is relatively stronger than that 
of work motivation. 
Njunmi and Nezhad (2009) examined the existence of relationships between 
components of psychological climate including autonomy, trust, pressure, cohesion, 
support, recognition, fairness and innovation and teacher commitment to school, 
teaching occupation and work group. Correlation analyses support the relationship and 
multiple regression analysis showed that trust, innovation, support, fairness and 
recognition have significant effects on organizational commitment. 
Ziauddin, Khan, Jam and Hijazi (2010) investigated the impact of job stress on 
commitment from a sample of 151 public and private and public sector employees of 
oil and gas sector in Pakistan. The results revealed that stress is positively related to 
overall organizational commitment. Additional analysis shows that affective and 
continuous commitments are positively related to job stress, while they did not found 
significant link between normative commitment and job stress. 
Pormu and Chuah (2010) investigated the relationship among organizational 
justice, organizational commitment and turnover intention of Malaysian employees. 
Using a sample of 172, collected from employees across organizations in the country, 
both procedural and distributive justice perceptions were significant contributors in 
explaining organizational commitment and turnover intention. 
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Amiri, Mahmoudi, Matin, and Esfahanian (2011) studied the relationship and 
impacts of various function of performance assessment including training, promotion, 
award and wage increase on organizational commitment in Isfahan Training and 
Education Organization. The results show that there is a considerable and significant 
relationship between various functions of performance assessment system and 
organizational commitment. Moreover, findings also showed that among various 
aspects of performance assessment functions, training plays the greatest role in 
organizational commitment. 
Savaneviciene and Stankeviciute (2011) wrote a paper on human resource 
management practices linkage with organizational commitment and job. Their 
empirical research showed that skill-enhancing, motivation-enhancing and engagement-
enhancing HRM practices have positive relations with affective human resource 
reactions, organizational commitment and job satisfaction. 
A bird's eye over the literature related to organizational commitment has clearly 
indicated that the phenomenon of organizational commitment has been extensively 
studied from varied perspectives. It is important to mention at this juncture that the 
work on conmiitment was revolutionized after the concerted efforts made by Meyer and 
Allen (1991) and since then it had attracted the attention of managers, supervisors, 
psychologists and other behaviourist scientists who considered the phenomenon of 
organizational commitment as the hallmark -of employees' efficiency and 
organizational effectiveness at large. Moreover, it is also very important to mention that 
although organizational commitment have been extensively studied but have never 
been studied as a consequence of employee's self-concept and their organizational 
identification. This fact highlights the novelty as well as the relevance of the present 
endeavour. 
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Another criterion variable which were taken for an empirical investigation is of 
the phenomenon of job satisfaction which is seen as a very common variable under 
taken by researchers specially since the formal work initiated by Hoppock in 1935 but 
it still continuing and maintaining its relevance as, satisfaction is an ultimate goal of all 
working class across various hierarchical level. 
Now ongoing discussion as have already being mention earlier will be 
pertaining to the relevant available research studies on the phenomenon of job 
satisfaction that follows: 
Job Satisl'^iction 
Job satisfaction has always been considered as an important phenomenon to be 
studied as job satisfaction attitude exerts considered influence on various aspects of 
behavioral outcome at work place like efficiency, productivity, employee's relation, 
absenteeism and turnover (Baron, 1986, Maghradi, 1999). Job satisfaction studies are 
the outcome of Taylor scientific study (1903) and thereafter Mayo's (1924) study. 
Earlier Taylor's study was considered as management centered where as Mayo's 
outcome reflects to employees centered. The later approach viz., employees centered 
has dwelled upon the very important notion of human relations in the form of a 
movement namely "Human Relation Movement". Human relation movement was a 
turning point in the history of industrial psychology that leads to the various theories on 
job motivation and job satisfaction. It is, indeed, true that prior to 1920's or 1930's no 
motivational and job satisfaction theories were propounded. Similarly, it is also true 
that job satisfaction studies also started coming from 1935 after the work of Hoppock 
(1935) thereafter scores of studies were witnessed and stilled it is occupying a very 
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crucial phenomenon which is being studied by psychologist and other behaviour 
scientists. 
In view of the above factual observation and contentions, the for-going 
description pertaining to job satisfaction from different context. However, relevant 
available research studies are being presented that could have helped in conceiving the 
present research endeavour. These studies follow: 
D'elia (1979) identified those factors which are highly related to job satisfaction 
among 228 librarians. The data analyses indicated that job environment, supervisory 
climate which permits a librarian to exercise initiative and professional judgment in the 
performance and intrinsic characteristics of the job are the most important determinants 
of job satisfaction. Brovm and Peterson (1993) highlighted factors that positively affect 
employees' satisfaction, such as supervisors' treatment of them, salary, relationship 
between co-workers and customers, and so forth. 
Hellman (1997) determined the generality of the relationship between job 
satisfaction jmd intent to leave. The result shows that the relationship between job 
satisfaction and intent to leave was significantly different from zero and consistently 
negative. Subsequently analysis also showed that age and tenure to have moderating 
effect on the relationship between job satisfaction aind intent to leave. 
Simmons, Cochran and Blount (1997) analyzed the effect of job related stress 
and job satisfaction on 186 probation officers inclination to quit. They found that job 
satisfaction \vas significantly and inversely related to probation officers inclination to 
quit, while job related stress was indirectly related to such inclinations. 
Wadud and Shome (1998) examined the relationships between job satisfaction 
and some socio-demographic variables among 100 female employees. They found that 
66 
older subjects have higher expectations and better adjustment to their work situation as 
compared to younger subjects. 
Pearson (1998) measured job satisfaction, leisure satisfaction and psychological 
health of 189 men (mean age 39 yrs). Stepwise regression analyses indicated that job 
satisfaction was the better predictor of psychological health, but leisure satisfaction 
added significantly to the prediction. 
Roberts and Foti (1998) evaluated the interaction between self-leadership and 
work structiLire in predicting job satisfaction. They found that satisfaction was higher for 
employees with high (low) self-leadership who worked in low (high) structure 
environments. These results suggest that affective response to the job may be 
influenced by specific combinations of person and situation variables. 
Jolmson and Mclutye (1998) analyzed organizational culture and climate are 
correlates of job satisfaction. Data were collected on N=8,126 employees and 
correlation analysis indicate that organizational culture and climate most strongly 
associated \vith job satisfaction. 
Lum et al. (1998) studied the relative impact of job satisfaction, pay 
satisfaction, and organizational commitment upon the turnover intentions of 361 
pediatric nurses. The results suggest that job satisfaction has an indirect influence on 
the intention to quit, whereas, organizational coitnmitment has the strongest and most 
direct impact. They also found that pay satisfaction had both direct and indirect effects 
on turnover intention. 
Mishra and Srivastava (1999) aimed to find out the moderating effect of mental 
health on the organizational commitment and job satisfaction relationship on a sample 
of 250 phyjiicians in a government college. The moderated and subgroup analysis show 
that mental health has moderating effect on organizational commitment and job 
67 
satisfaction relationship. The relationship between organizational commitment and job 
satisfaction is higher for doctors with higher mental health rather than doctors with 
lower mental health. 
Ma and MacMillan (1999) investigated the influences of work place conditions 
on teacher's job satisfaction. Resuhs show that female teachers were more satisfied 
with their professional role as a teacher than their male counterparts. Teachers who 
stayed in the profession longer were less satisfied with their professional role. They 
also found that work place conditions poshively affected teacher's satisfaction. 
Shaw, Duffy, Ali and Singh (2000) tested an interaction between positive 
affectivity (PA) and job satisfaction among 172 bank employees (mean age 35 yrs). 
Hierarchical regression analysis found that job satisfaction was strongly and negatively 
related to frustration and intention to quit among high PA, but not with low PA 
individuals. 
Chen (2001) in his study investigated the relationship among loyalty to 
supervisor jand job satisfaction and intention to stay. The results of 333 employees 
indicate that loyalty to supervisor is positively related to job satisfaction and intention 
to stay. The results also confirm that only 3 extended loyalty to supervisor dimension 
(dedication, effort, and following supervisor) were significantly associated with job 
satisfaction and intention to stay, while the 2 original loyalty to supervisor dimensions 
(identification and internalization) were not. 
Sanighi (2001) investigated motivational climate in relation to job satisfaction 
and organizational commitment on 346 employees (aged 18-60 yrs) in the workshop of 
railway unit. Result shows that the higher the level of motivation, the higher the job 
satisfaction ;and organizational commitment of employees. 
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Daftuar (2001) compared job satisfaction among 3 levels of government 
officers. He found that top level officers scored higliest on job satisfaction followed by 
lower and middle level officers. Middle level officers were most satisfied in the area of 
supervision, pay and people. Top level executives were most satisfied in area such a 
work, promotion and working condition. 
Malhotra and Sachdeva (2001) studied the effect of work motivation, ranks, and 
job anxiety on job satisfaction of 740 bank employees. A 3(work motivation) x 
2(ranks) x 3(job anxiety) analysis of variance revealed significant effect of work 
motivation and job satisfaction but not of rank on job satisfaction of employees. A 
significant work motivation by ranks interaction effect indicated that job satisfaction 
was highest among managers (high ranks) with low motivation. 
Jemigan, Beggs and Kohut (2002) examined the influence of dimensions of 
work satisfaction (autonomy of interaction, pay, professional status (PS), organizational 
policies, and task requirements) on types of organizational commitment (moral, 
calculative, or alienative) among 154 hospital nurses (aged 21-65 yrs). The resuh 
indicated that satisfaction with PS was a significant predictor of moral commitment. 
Dissatisfaction with organizational policies, autonomy, and PS were found significant 
predictors of alienative commitment. None of the dimensions of work satisfaction were 
fotmd predictors of calculative commitment. 
Garu^ach (2003) saw the relationship among intelligence, education and facets 
of job satisfaction. He found that intelligence has strong negative effect on intrinsic 
satisfaction but a negligible effect on pay satisfaction. Ganzach reported that education 
has a strong negative effect on pay satisfaction but a small effect on intrinsic 
satisfaction because education is positively associated with expected pay. 
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A structural equation model was proposed to analyze the impact of employee 
participation and job characteristics on job satisfaction (Wright and Kim, 2004). The 
study found that participative decision making has a significant positive effect on 
performance feedback, task significance, and career development support. Performance 
feedback was positively related to job specificity and career development support. Task 
significance and career development support were, in turn, positively related to job 
satisfaction. These findings suggest that participation has an important indirect, effect 
on employee job satisfaction through its influence on job characteristics. 
Williams (2005) investigated the impact of 302 nurse job satisfaction on 
organizational trust. Organizational trust was significantly and positively correlated 
with each component of nurse satisfaction (pay, autonomy, professional status, task 
requirements, organizational policies, and interaction). A multiple regression analysis 
produced four significant predictors of organizational trust: professional status, 
autonomy, organizational policy, and interaction. 
De Cuyper and De Witte (2006) investigated the role of autonomy and 
workload in explaining responses of temporary employees (N=189) compared with 
permanent employees (N=371) on job satisfaction, organizational commitment, life 
satisfaction, and performance. Results based on regression analyses suggest that the 
effects of contract type are not mediated by autonomy or by workload. Rather, this 
study partially supports hypotheses on the differential reactions of temporaries and 
permanents to autonomy or workload; autonomy was not predictive for temporaries' 
job satisfaction and organizational commitment, and workload was not predictive for 
temporaries' life satisfaction, whereas they were predictive for permanents' responses. 
Smerek and Peterson (2006) surveyed 2,700 employees and tested Herzberg et 
al. (1959) theory of motivations and hygiene factors and the impact of personal and job 
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characteristics on perceptions of work environment and job satisfaction. The results 
offer inconclusive support to Herzberg's theory', ahhough after controlHng both 
personal and job characteristics work itself found as a strongest predictor of job 
satisfaction. 
Dawal and Taha (2007) examined the effect of organizational factors on job 
satisfaction of 171 employees in two automotive industries in Malaysia. Five job 
organizational factors were tested in the study including job rotation, work method, 
training, problem solving and goal setting. The results showed that job organization 
factors were significantly related to job satisfaction. Job rotation, work method, training 
and goal setting showed strong correlation with job satisfaction while, problem solving 
had intermediate correlation in the first automotive industry. On the other hand, most 
job organization factors showed intermediate correlation with job satisfaction in the 
second automotive industry except the training factor which had low correlation with 
job satisfaction. These results highlight that job rotation, work methods, problem 
solving and goal setting are outstanding factors in the study of job satisfaction for 
automotive industries. 
Ng, Sorensen and Yim (2009) interested to examine whether culture moderates 
the relationship between job satisfaction and job performance. Meta-analytical 
moderator test fotmd support for their hypothesis that job satisfaction and job 
performance relationship is likely to be stronger in individualistic (Vs. collectivistic) 
culture, in low-power-distance (Vs. high-power-distance) culture, in low-uncertainty-
avoidance (Vs. high-uncertainty-avoidance) cultures, and in masculine (Vs. feminine) 
cultures. 
Alarm and Mohammad (2010) suggested that nursing staffs of a public sector 
hospital were moderately satisfied with their job in all six facets of job satisfaction i.e., 
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satisfaction with supervisor, job variety, closure, compensation, co-workers and 
HRM/management polices and exhibited a perceived lower level of their intention to 
leave the hospital. 
Khalifa, El-Din and Troung (2010) investigated the relationships between 
employee's perception of equity and job satisfaction in the Egyptian private 
universities. Data were gathered using a face-to-face survey of 80 teaching staff 
members at three Egyptian universities. Findings revealed positive relationships 
between perceptions of equity, where a "motivator" was the outcome in the 
comparison, and job satisfaction. The study also revealed that there was no relationship 
between perceptions of equity and job satisfaction where a "hygiene factor" was the 
outcome in the comparison. 
Sowmya and Panchanatham (2011) found that supervisor behavior, coworker 
behaviour, pay and promotion, job and working condition and organizational aspects 
influenced job satisfaction of banking sector employees in Chennai, India. 
^etin (2011) explored the effects of hope, resilience, optimism and self efficacy 
sub-dimensions of the psychological capital on the attitudes of organizational 
commitment and job satisfaction. The results showed that organizational coimnitment 
has positive relationship between hope and optimism dimensions and job satisfaction 
has positive relationship between resilience, hope and optimism dimensions of the 
organizational psychological capital. Ultimately, organizational psychological capital 
was found a significant predictor of the employee's attitudes of organizational 
commitment and job satisfaction. 
A model of job satisfaction integrating economic and work environment 
variables was developed and used for testing interactions between rewards and work 
environment hazards (Lea Sell — Bryan Cleal, 2011). Results indicated that 
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psychosocial work environment factors, like information about decisions concerning 
the work place, social support, and influence, have significant impacts on the level of 
job satisfaction. Maximizing rewards did not compensate public employees to an extent 
that amelioraited the negative effects on job satisfaction of experiencing low levels of 
any of these factors whereas, influence did not show impact on job satisfaction of 
private sector employees. 
An exhaustive available literature pertaining to job satisfaction in the preceding 
description have clearly highlighted that job satisfaction is a phenomenon which has 
been relevant in all time and places but the focus of job satisfaction studies have been 
very less as a function of self-concept and organizational identification which has 
certainly been the objective of the present endeavour. Terminating our further assertion 
pertaining to job satisfaction, now, our discussion will move forward to predictor 
variables viz. self-concept and organizational identification as these were presumed to 
be the important determiners of organizational commitment and job satisfaction. Hence, 
firstly the studies pertaining to self-concept will be highlighted and then related to 
organizational identification. Hence, available relevant research studies on self-concept 
follow: 
Self-Concept 
Self-concept is one of the most important personality attribute which determine 
ones success and failure in life. In the forgoing description, it is aimed to describe 
relevant studies pertaining to self-concept. However, it is highly important to mention 
and clarify the anomalies that different researchers have differently denoted to the 
notion of realistic and unrealistic self-concept. These two classification have also been 
denoted as positive-negative, high-low self-concept. Although, the later connotation has 
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been widely used as synonym to realistic-unrealistic self-concept but in view of the 
present reseaicher realistic-unrealistic self-concept may not be synonym to either 
positive-negative or high-low self-concept. This clarification was necessary at this 
juncture because most of the studies have not used the terms like realistic-unrealistic 
self-concept jind have used other connotations viz. positive-negative and high-low self-
concept. Inspite of these different approaches to the meaning of self-concept, we have 
literally undertaken the meaning of the concept in the same line as people have thought 
of it for our convenience too. Hence, fore-going description will highlight the studies 
on self-concept irrespective of the connotations used by researchers in their studies. 
Self-concept is a psychological construct that affects thoughts, emotions, and 
behaviours (Byrne, 1996; Harter, 1990; Marsh, 1990). The significance of this 
construct lies in the development of a specific and consistent framework in which 
individual interact with our personal self knowledge and experience of the external 
environment (DeSteno and Salovey, 1997). Self-concept has a critical goal in itself, as 
well as it means to facilitate other desirable outcomes in a diversity of settings. A 
positive or liiigh self-concept is important because it leads to a sense of self worth, self 
confidence, self respect, a positive self evaluation, self esteem and self acceptance 
(Arthur 1992). A high self-concept can help a person to perform at a superior level and 
utilize their learning experiences in an optimal manner. Apart from that it is also 
considered as an important mediating factor that influences other important 
psychological and behavioural outcomes such as job satisfaction and workplace 
retention (Cowin, 2002) stress, burnout and attrition (Beeken, 1997; Dewe, 1987; 
Hackett and Bycio, 1996; Harvey and McMurray, 1997; Moore, Lindquist and Katz 
1997). Conversely, unrealistic or low self-concept implies negative self evaluation, self 
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hatredness, inferiority and the absence of feelings of personal worth or self acceptance 
(Arthur, 1992). 
Judge, Erez and Bano (1998) interested to see the power of being positive. So, 
they studied the relation between positive self-concept and job performance. Positive 
self-concept or core self evaluations is an important personality trait in the prediction of 
job perfonmance. Positive self-concept consist of 4 specific traits i.e., self esteem, 
generalized self efficacy, locus of control, and (low) netiroticism or emotional stability. 
Data analj'zed from 12 samples revealed that self-concept and its components are 
strongly correlated with job performance. It is because of the fact that employees 
possessing positive self-concept are more motivated to perform their jobs. Similarly, 
Judge and Bono (2001) presented a meta-analysis showing that the components of 
positive self-concept construct were the best predictors of job performance and job 
satisfaction. 
Gardner and Pierce (1998) examined the intervening role of organizational 
based self cjsteem in the relationship between generalized self efficacy and explored 
two outcomes -employees job performance and job related affect (job satisfaction). 
Results show that organizational based self esteem emerged as the stronger predictor of 
ratings of performance and employees satisfaction, and it appears to act as a mediator 
in the relationship between generalized self efficacy and satisfaction. 
Choi and Kim (2000) explained the relationship of professional self-concept, 
self efficacy and job satisfaction among nurses of nephrology. The sample consisted of 
84 nephrology nurses who work at 17 hospitals in Kwangju, Chonnam, Chonbuk and 
Cheju-do. A significant positive correlation between professional self-concept and self 
efficacy Wcis found and similar result between professional self-concept and job 
satisfaction was also found. Hence, professionals' self-concept may be regarded as 
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important factor for job satisfaction of nephrology nurses which can be generalized in 
case of the other section of the population too. 
Cowin (2002) studied self-concept of nurses and its relationship to job 
satisfaction and retention on a sample of 506 student nurses. The result revealed that 
self-concept has a stronger effect upon retentions plans than the job satisfaction. 
Piccolo et al. (2005) tested the relative effect of core self-evaluation (CSE) on 
job satisfaction, life satisfaction and happiness. The traits that comprise CSE are -self 
esteem, generalized self efficacy, locus of control, and neuroticism that indicate higher 
correlations with the dependent variables. 
Johnson and Chang (2006) studied the interaction of employees self-concept 
with their organizational commitment and organization citizenship behaviour (OCBs) 
on 243 employees. Regression analysis revealed that the level of self-concept 
moderated the relationship between commitment and OCBs directed towards 
individuals (OCBI) and towards organizations (OCBO). Specifically, the relationship 
between continuance commitment and OCBI was stronger for employees reporting 
high levels of individual self-concept (i.e., motivation driven by a concern for one's 
own advantage and well-being), while the relationship between affective commitment 
and OCBO was stronger for employees with high levels of collective self-concept (i.e., 
motivation that is concerned for the well-being of one's group). The most pertinent 
findings for the present research are that employees with high levels of collective self-
concept reported more of both OCBI and OCBO; moreover, no relationship was found 
between individual self-concept and either form of OCBs. 
In two studies, Johnson, Selanta and Lord (2006) examined the joint effects of 
employee's self-concept levels and perceptions of fairness on organizational attitudes 
and citizenship behavior intentions. They examined the effects of chronic self-concept 
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activation in Study 1, whereas working self-concept in Study 2. The resuhs of both the 
studies advocated support for hypotheses that particular self-concept levels and 
organizational justice dimensions interact to predict various work-related outcomes. 
Specifically, they observed interactions between the relational self-concept and 
interactional justice, and between the collective self-concept and procedural justice, 
such that the justice-outcome relationships were stronger for those experiencing higher 
activation on the relevant self-concept level. Thus, justice information is supported 
differently depending on the particular level of self-concept that is active. Moreover, 
study also revealed a significant correlation between the level of relational self-concept 
reported by the employee and both OCBI and OCBO. 
Cowin and Hengstberger-Sims (2006) explored the development of multiple 
dimensions of nursing self-concept and examine their relationship to graduate nurse 
retention plans. A descriptive survey design with repeated measures was utilized to 
assess nurse self-concept and retention plans. The key findings suggest that multiple 
dimensions of graduate nurse self-concept rise significantly in the second half of their 
graduate yeeir and that nurse general self-concept is a strong predictor of graduate nurse 
retention. The implications of this study are that monitoring of self-concept throughout 
the transitional period for new nurses can lead to early detection and appropriate 
intervention strategies thereby improving retention rates for new nurses. 
Johnson and Change (2008) examined the relevance of self-concept for 
organizational commitment and its antecedents. Using an experimental design they 
found that relationship between affective commitment and its antecedents 
(organizational support, procedural justice, and company and supervisor satisfaction) 
were more pronounced for employees with salient collective self-concepts. 
Alternatively, relationships between continuance commitment and its antecedents 
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(outcome and supervisor satisfaction) were stronger for employees with salient 
individual self-concepts. 
Tamini (2008) ascertained the relationship between job satisfaction and 
organizational commitment, personality type and self-concept on a sample of N=800 
employees working in bank. The findings of the study exhibited that organizational 
commitment and self-concept had contributed 21.5% of variance on job satisfaction but 
personality types are not found a significant predictor of job satisfaction. 
In quest of examine causal model of nurses self-concept, job satisfaction, and 
retention plans Cowin et al. (2008) selected a sample of 332 nurses from the state 
registering eiuthority listing. Finding of the study revealed that self-concept was found 
to have a stronger association with nurses' retention plans than job satisfaction. They 
argued thai; aspects of pay and task were not significantly related to retention plans, 
however, professional status, and to a lesser extent, organizational policies were 
significant factors. Nurses' general self-concept was strongly related to retention plans. 
Hassan (2009) investigated the determinants of occupational stress using 
gender, self-concept and occupational status among bank workers. Results indicated no 
significant difference in occupation stress of male and female bank workers and in the 
research of workers of different occupational status. However, significant difference 
exists between workers with high self-concept and those with low self-concept. 
Since last one decade, scores of studies have been done but these are mostly 
related to academic performance. Among these, a few relevant researches seem 
relevant to be quoted in quest of providing present status of self-concept related studies. 
In two longitudinal studies Skaalvik and Skaalvik (2009) examined self-
perception with regards to mathematics (self-concept and self-efficacy) as to be 
predicting subsequent achievement over and above the prediction that could be made 
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by prior achievement. They also tested if the impact of self-perception on subsequent 
achievement could be explained by students' goal orientation, interest, or self-esteem. 
The participants in study 1 were 246 middle school students whereas the participants in 
study 2 were N=484 high school students. The analyses advocated that students' self-
perceptions strongly predicted subsequent achievement over and above the prediction 
that could be made from prior achievement. Thus, both studies indicated that self-
concept and self-efficacy are important mediators of academic achievement. However, 
there was no evidence that the effect of self-perception on subsequent achievement was 
mediated though students' interest in mathematics or through students' goal orientation 
or their self-esteem. 
Dernaray et al. (2009) studied the relationship of perceive frequency and 
importance of social support with self-concept among youths. The results indicated 
relationship between social support from parents, teachers, classmates and closed friend 
with self-concept. 
Yahaya (2009) tried to conduct an empirical study to explore the relationship 
between self-concept and interpersonal skills to school achievement. The results 
indicated that the majority of students possess moderate level of self-concept and 
interpersonal communication skills and moreover, self-concept was found significantly 
correlated v/ith interpersonal communication skill but self and academic achievement 
was not obtained significantly correlated. 
In thie recent past Mucherah et al. (2010) in their concerted effort examined the 
relationship between self-concept and academic achievement. It was reported that as 
these students progress through each grade level, their perception of self also increased. 
Marsh and Martin (2011) examined support for the reciprocal effects model 
(REM) that posits academic self-concept (ASC) and achievement are mutually 
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reinforcing, each leading to gains in the other - and its extension to other achievement 
domains. A comprehensive meta-analysis on REM research shows that prior academic 
self-concept has direct and indirect effects on subsequent achievement, whilst the 
effects of self-esteem and other non-academic components of self-concept were found 
negligible. The research findings also demonstrate that increase in ASC leads to 
increase in subsequent academic achievement and other desirable educational 
outcomes. Findings confirm that not only is self-concept an important outcome variable 
in itself, it also plays a central role in affecting other desirable educational outcomes. 
Despite this study, numerous other studies have also documented strong relations 
between academic achievement and academic self-concept (Marsh, Byrne, and 
Shavelson, 1988; Marsh and Yeung, 1997a; Shavelson and Bolus, 1982; Skaalvik and 
Hagtvet, 1990; Skaalvik and Skaalvik, 2004). 
Having highlighted available survey of literature pertaining to self-concept, our 
next endeavour is to lay stress upon the last predictor variable of our concern namely, 
organizational identification. Organizational identification seems to be a very important 
work related behavioural phenomenon that is likely to have a deep influence on 
organizational commitment and job satisfaction. It is usually considered that 
organizational identification is a prerequisite work related behavioural phenomenon 
that affects most of the work related behavioural outcomes, especially here 
organizational commitment and job satisfaction. There are paucity of organizational 
identification related studies hence, present researchers were highlighted both direct 
and indirect studies focusing on organizational identification. 
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Organizational Identification 
Organizational identification has been considered as an important work related 
behavioural phenomenon which seems to be prerequisite and necessary for employees 
to develop a psychological relationship with the organization. Since past several 
decades it has been seen that employees who are identified strongly with their 
organization express positive attitudes and behaviour towards the organization for 
which they work. That means, strong identification of employees with their 
organization can result in greater job/work satisfaction, lower rate of absenteeism 
significant decrease in employees' turnover and high cooperative behaviour (e.g. 
Bartel, 2001; Dutton, et al., 1994; Riketta, 2005; Smidts, et ah, 2001; Van Dick et al., 
2004), high involvement in work (Van Knippenberg and Van Schie, 2000), supportive 
attitude and pro-social behaviours called organizational citizenship behaviour (OCB) 
(Ashforth and Mael, 1989; Tyler and Blader, 2000) enhancing organizational 
performance (Podsakoff et al., 2000), and help motivating employees to make decisions 
that are consistent with organizational objectives ( Reade, 2001; Edwards, 2005 and 
Chan, 2006). 
Several other positive attitudinal and behavioural outcomes are linked to 
organizational identification, most often correlate are intention to leave the 
organization, extra-role behaviour, in role and extra-role performance (Riketta, 2005; 
Riketta and Van Dick 2005). Stronger organizational identification influences 
employees' willingness to strive for organizational goals (Elsbach and Glynn, 1996) 
and have lesser intention to leave the organization (Van Dick et al., 2004 and Van Dick, 
Wagner and Lemmer, 2004). A large number of researches have shown that job 
satisfaction is strongly and positively correlated with organizational identification (e.g. 
Hall, 1971; Begley and Czajka, 1993; Van Knippenberg and Van Schie, 2000; Feather 
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and Rauter, 2004, and Van Dick, Ullrich and Tissington, 2006). Furthermore, studies 
have also advocated that if employees are identified strongly with their organization, 
they are willing to spread a positive image of the organization (Bhattacharya et al., 
1995) and help to increase social support and helping behaviour in times of work stress 
and when people are in need (Haslam, et al., 2005; Levine et al., 2005). Despite 
positive outcomes, researchers also recognize the potentially negative outcomes of 
identification for organization. Study conducted by Rotondi (1975) revealed that 
organizational identification in a research-and-development setting was inversely 
related to effectiveness and creativity. Other negative outcomes which have been 
identified include resistance to organizational change (Bouchikhi and Kimberly, 2003), 
antisocial behaviours arising out of threats to an employee's identity (Aquino and 
Douglas, 2003 in Ashforth et al., 2008). Dukerich, Kramer, and McLean Parks (1998) 
suggested various problems arising from over-identification that means developing an 
automatic tmst in other members that could lead to less creativity, less perceived need 
for intervening in questionable behavior, suppressing dissent when doubt is called for, 
impeded organizational learning and adaptation, an inability to question the ethicality 
of organizational behavior, and behaving unethically on behalf of the organization (in 
Ashforth et al., 2008). 
There is strong empirical evidence that the perceived distinctiveness of the 
organization shows positive correlations with organizational identification (Mael and 
Ashforth, 1992). Thus, the more employees see their organization as different from 
others, the stronger they will identify with this organization. In other words, 
organizational identification is higher among employees who believe that their 
organization has high reputation (Mael and Ashforth, 1992), is successful (Fisher and 
Wakefield, 1998), and is prestigious (Riketta, 2005) because these beliefs enhance self-
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esteem, orgJinizational perceived status and exclusivity of employees who identify 
more strongly with the organization (Albert and Whetten, 1985; Ashforth and Mael, 
1989). When employees have strong identification then their focus is likely on the task 
that benefits the whole organization rather than purely self-interested objectives. There 
are researchers who argue that as organizational identification increases, employees not 
only perfoiin tasks that contribute to the well being of the organization but also 
demonstrate increased cooperation wdth other organizational members (Festinger, 
1957). Organizational identification also seems to be stronger when managers 
frequently discuss the organization's successes and accomplishments (Fisher and 
Wakefield, 1998; Smidts, Pruyn, and Van Riel, 2001). 
The above cited studies have emphasized the importance of organizational 
identification and have also highlighted the determining factors of organizational 
identification. There have been scores of studies which have mentioned employees' 
positive attitude, person-organization fit as determinants of organizational 
identification. Moreover, social support/helping behaviour, job satisfaction have been 
highlighted as the outcome of organizational identification. There is a study which has 
been cited above to highlight congruency between organizational and employees 
identity as predictor of organizational identification. In addition to the above a good 
number of studies are witnessed during the last two decades. From amongst the 
available literature, a few more relevant studies are being described in quest of 
identifying and judging the relevance and novelty of the present piece of research work. 
The studies follow: 
BrowTi (1969) has found that organizational identification is positively related to 
'autonomy-as-to-means' and 'autonomy-as-to-ends' equally strong. A positive 
relationship was noted when the opportunities for achievement and skill utilization 
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were present. The relationship with task independence was quite weak. An interesting 
finding in this study was the fact that organizational identification was likely to be high 
under close supervision. While, organizational identification had a negative relationship 
with personal variables such as the need for affiliation and organizational variables like 
group cohesiveness, task interdependence and union concern. The study as a whole 
seems to be quite unique in a sense that it generally highlights uncommon results 
pattern. 
Hall, Schneider, and Nygren (1970) in their study on 141 professional foresters 
of the eastern region of the U.S. enumerated that identification grows as a function of 
length of service and is affected by length of service rather than position. Furthermore, 
Identification with the Forest Service is, in turn, related to satisfaction of the forester's 
higher-order needs i.e., esteem, autonomy and self fulfillment needs. Whereas, Pratt 
(1998) has reported that organizational identification is instrumental in satisfying basic 
human needs (e.g., for belongingness and affiliation). Wieseke et. al., (2007) finding 
was in line with Pratt's (1998) finding. 
In a study conducted on professional scientists, Lee (1971) foimd that scientists 
with higher organizational identification showed greater efforts in the job than those 
with lower organizational identification. In addition, organizational identification 
served as a motivator for scientists' performance. 
Gandhi (1992) made an effort to examine the impact of job enrichment 
characteristics on work and organizational identification. The sample comprised of N= 
71 junior and middle level managers taken from three textile mills situated at 
Ahmadabad. Job enrichment scale developed by Hackman and Oldham (1975) 
measuring seven characteristics i.e., skill variety, task identity, task significance, 
autonomy, feedback from job, feedback from others, and dealing with others were used 
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while, work and organization identification were assessed through work and 
organizational identification scale developed by Shrivastava and Dolke (1978) 
respectively. Multiple regression analysis revealed that organizational identification is 
significantly determined by job enrichment factors, but these job characteristics on the 
whole have no significant predictor of overall organizational identification. Job 
autonomy amd skill variety also emerged as significant predictors of organizational 
reputation while task identity emerged as significant predictor of organizational 
involvement. On the other hand, job characteristics did not predict work identification 
in total and any of its aspects. Shrivastava and Dolke (1978) had reported that job 
factors i.e., job autonomy and job challenge determining significantly organizational 
identification. Although, they also found that organizational factors as significant 
determinants of organizational identification. 
Ansari (1997) examined the influence of job level on work identification and its 
two facets i.e., importance attached to work and satisfaction of needs through work on 
the sample group of engineers taken from thermal power plant. Results indicate that 
satisfaction of needs through work was influenced by job level. 
Wan-Huggins, Riordan and Griffeth (1998) on the basis of their study proposed 
and tested a theoretical model of organizational identification process using a sample of 
N=198 electric utility employees. This model integrates perceived motivating job and 
role-related characteristics and construed external images as contributing factors to the 
development of organizational identification. Based on a longitudinal design, results 
indicated that the antecedents of perceived role-related characteristics and construed 
external image were related to employee's identification with their organization, while 
perceived job characteristics were not. Moreover, organizational identification was 
found positively related to employee's intention to remain within the organization. 
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Patel (1999) examined the impact of age on job involvement and organizational 
commitment of 100 nationalized and 100 co-operative bank employees in India. Results 
show that younger employees (less than 35yrs) of both banks exhibited less job 
involvement and organizational commitment than did middle aged (aged 35-45 yrs) and 
older employees (aged > 45yrs). Additionally, middle-aged nationalized bank 
employees were found significantly more commitment than middle-aged employees of 
co-operative banks. 
Van Knippenberg and Van Schie (2000) investigated relationship of 
identification with job satisfaction, turnover intentions, and job involvement. Results 
indicated the work group relationship of work identification with the other variables. 
Bhattacharya and Elsbach (2002) conducted a mail survey and found that 
identification is related to people's personal experiences, while disidentification is 
related to their values surrounding the organization. 
A study of Witt, Patti and Farmer (2002) examined the moderating effect of 
work identity on organizational politics and orgiinizational commitment relationship. 
Results indicate that employees who identified primarily with their occupation were 
less affected by the level of perceived politics in the organization in the consideration 
of their commitment than were employees who identified primarily with their 
employing organization. 
Van Dick and Wagner (2002) conducted two studies on German School 
teachers and they found in their first study that general identification of the participants 
with their occupational group was associated with work-related attitudes and self-
reported behaviors. Teachers who identify them-selves more strongly with their 
occupational group reported more physical well-being, more job satisfaction, more job 
motivation, and they perceived their jobs as more motivating and meaningfiil compared 
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to those who possess less identification. In the second study, van Dick and Wagner 
differentiated cognitive, evaluative, and affective occupational identification, team 
identification, and contribution to the team. Results showed that affective occupational 
identification was the best predictor of physical well-being, intentions of early 
retirement, and self-reported citizenship behaviors, whereas team identification was 
associated with absenteeism. 
Lee (2004) examined the role of individual competence-based trust and 
organizational identification in employees' continuous improvement efforts. The results 
show that trust is positively related to continuous improvement efforts when 
employees' organizational identification was strong. For individual whose 
organizational identification was weaker then trust was not found positively related to 
continuous improvement. Organizational identification not only moderated the 
relationship between trust and continuous improvement efforts but also had a strong 
and positive impact on employees' continuous improvement efforts. 
Van Dick, Christ, Stellmacher, Wagner et al. (2004) in their study examined the 
relationship of turnover intentions with organizational identification and job 
satisfaction. In organizational world, social identity and self categorization theories 
state that a strong organizational identification is associated with low turnover 
intentions because identification is the perception of shared fate between employee and 
organization. Hence, in the present study the relationship between identification and 
tumover was found to be mediated by job satisfaction. 
Feather and Rauter (2004) studied organizational citizenship behaviours (OBCs) 
in relation to job status, job insecurity, organizational commitment and identification, 
job satisfaction and work values relating to influence, variety and skill utilization. 
Results highlighted that contract teachers reported more job insecurity and more OCBs 
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compared to the permanent teachers. OCBs were also found positively related to 
perceived job insecurity and negatively related to opportunities to satisfy influence and 
skill-utilization work values for the contact teachers, and positively related to 
organizational commitment, organizational identification and to opportunity to satisfy 
variety and skill-utilization work values for the permanent teachers. 
Gautarn, Van Dick and Wagner (2004) empirically examined the conceptual 
differences between organizational commitment and organizational identification. In 
order to conduct their study data were collected on N=450 employees from five 
different organizations in Nepal. The confirmatory factor analyses found that 
identification was distmguishable from four related commitment concepts i.e., 
affective, continuance, normative, and attitudinal commitment. 
In a study on Dutch university faculty, van Knippenberg and Sleebos (2006) 
explored the difference between organizational identification and commitment and 
advocated that identification and commitment were distinct constructs by using 
confimiatory factor analysis. 
Kreiner and Ashforth (2004) in their concerted efforts tested four dimensions of 
the expanded model: identification, disidentification, ambivalent identification, and 
neutral identification. Survey results from 330 employed adults support the 
discriminability of the four dimensions. This exploratory study also begins to establish 
the criterion-related validity of the model by examining organizational, job-related, and 
individual difference variables associated with the four dimensions of the model, and 
tested four hypotheses with the help of hierarchical regression analysis. Results of the 
study support the hypotheses: as posited in Hypothesis 1, identification was positively 
associated with need for organizational identification (NOID) and positive affectivity. 
However, contrary to the hypothesis, identification was not associated with 
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organizational reputation and Organizational identity strength. As Hypothesis 2 
predicted, disidentification was negatively associated with organizational reputation 
and—only v^ 'ith the less stringent test—^NOID, and positively associated with negative 
affectivity, cynicism (less stringent test), and psychological contract breach. As 
predicted in Hypothesis 3, ambivalent identification was found positively associated 
with Organi2:ational identity incongruence and intra-role conflict. As Hypothesis 4 
predicted, neutral identification was positively associated with individualism; however, 
neutral identification was not obtained as associated with Organizational identity 
strength. 
Van, Wagner, Stellmacher and Christ (2005) examined three-fold objectives, 
viz., (1) the effect of increased sahence on three work-related identities (i.e., career, 
school, and occupation), (2) whether these effects had an impact on extra-role 
behaviour, and (3) whether identification mediated these effects. Data were collected 
on N=465 school teachers. As was expected, teachers identified more strongly with 
their school when their school-type was made salient; they identified more strongly 
with their occupation when they were told that they were compared with other 
professional groups. Higher salience of the school membership identity was associated 
with higher levels of self-reported extra-role behaviours. This effect was mediated by 
school identification. 
Bellou, Chitiris and Bellou (2005) surveyed 140 doctors and nurses and they 
reported that organizational identification and self esteem were positively related to 
organizational citizenship behaviour. 
Herrbach (2006) examined the relationship among the variables, namely, 
organizational commitment, identification and self reported affect at work. The study 
was conducted on N=365 engineers, the result highlighted that affective organizational 
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commitment was correlated with experiencing more positive affective states while, 
continuance commitment was not characterized as involving significant negative 
affects. Organizational identification was correlated with the frequency of both positive 
and negative affective states, but the correlation with positive affect was no longer 
significant v/hen controlling for affective commitment. 
Beyth-Marom et al. (2006) focused on two sets of variables i.e., role perception 
(job importance and job richness) and organizational attachment that serve as possible 
predictors of identification, satisfaction, and motivation. They conducted their study on 
N=71 tutors at Open University in Israel. Regression analysis and path analysis 
revealed that identification and job satisfaction were well predicted by job importance 
and organizational attachment, while work motivation was not. 
Carrneli, Gilat and Weisberg (2006) examined the influence of organization's 
prestige (i.e. perceived external prestige) regarding organizational members' cognitive 
identification and affective commitment. The results show that perceived external 
prestige is positively related to member cognitive identification, which, in turn, results 
in enhanced affective (love and joy) commitment. 
Wegg et al. (2006) conducted two studies on call centre agents (N =211, N = 
161) to see the relationship between work motivation, organizational identification, and 
well-being. In both the studies, it was found that employees experiencing a high 
motivating potential at work reported more organizational citizenship behaviour 
(OCB), higher job satisfaction, and less turnover intentions. Moreover, organizational 
identification was found independent predictor of job satisfaction, turnover intentions, 
OCB, and well-being. Employees having high organizational identification reported 
higher work motivation and better well-being. Additionally, interactions between the 
motivating potential and organizational identification was also found significant. 
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Mignonac, Herrbach and Guerrero (2006) tested the interactive effects of 
perceived external prestige and need for organizational identification on turnover 
intentions. The result revealed that perceived external prestige was significantly related 
to turnover intentions, such that employees with positive perceptions of the external 
image of th(jir organization were less willing to quit. On the other hand, need for 
organizational identification was not correlated mth turnover intentions. 
Lee, Lee and Lum (2008) reported that positive employees attitudes arising 
from the provision of employees services were the result of a positive construed 
external image of the organization. It also shows that, when employees perceived that 
outsiders viewed their organization positively, their level of identification with their 
organization increased. 
Cheung and Law (2008) examined through the mediating effect of perceived 
organizational support (POS) that how distributive, interpersonal and informational 
justice affects the extent to which employees identify with an organization. This 
assumption was tested on N=159 employees working in several service organizations. 
Results revealed that the positive effects of interpersonal justice and informational 
justice on organizational identification were fully mediated by POS. Unexpectedly, 
distributive justice was unrelated to POS, but directly linked to organizational 
identification. 
Lee, Wu, and Lee (2009) undertook the sample of bank employees examined 
factors that influence employees' organizational identification. Results from multi-
regression show that pre-merger organization identification, trust in the merger, and 
procedural justice all have a positive influence on post-merger organizational 
identification. Trust in the merger had the most significant influence for both acquiring 
91 
and acquired employees. Only the expected utility in merger failed to have a significant 
influence on post-merger identification for both groups. 
Hakonen and Lipponen (2009) in their study aimed to test the hypotheses that 
the identification-effectiveness link should be stronger under high-trust than under low-
trust conditions, and that the relationship between trust and effectiveness should be 
stronger when team members identify strongly with the team. Hakonen and Lipponen 
found clear support for their hypotheses. 
DeMoura et al. (2009) proposed two models in which either job satisfaction or 
organizational identification was treated as a mediator of the other's relationship with 
turnover intention. The organizations varied in terms of culture (Japan vs. UK), and 
institutional domain (academic, business, health, mail, legal). Within each organization, 
and meta-analytically combined across the seven samples, organizational identification 
mediated the relationship between job satisfaction and turnover intention more than job 
satisfaction mediated the relationship between organizational identification, and 
turnover intention. Organizational identification also had the larger overall relationship 
with turnover intention. This pattern remained true when gender, age, type of 
organization, culture, and length of tenure were accounted for, although the direct 
relationship between job satisfaction and turnover intention was found stronger in 
private than public organizations and when the ratio of men was higher. 
Edwards and Peccei (2010) in their study tried to find out perceived 
organizational supports (POS), organizational identification, organizational 
involvement and turnover intention. The finding revealed that POS had a positive effect 
on identification which in turn predicts outcomes. 
Kwon, Han, Koh and Han (2010) in their concerted effort examined the 
relationships among three variables of female dancers' organizational identification, job 
satisfaction,, and organizational commitment. This study developed three competing 
models based on theoretical background. Model 1 was developed based on the notion 
that organizational commitment and job satisfaction are not related. Thus, Model 1 
included a causal relationship from organizational identification to job satisfaction and 
a causal relationship from organizational identification to organizational commitment. 
The two constructs of organizational commitra.ent and job satisfaction were not 
correlated. Model 2 was constructed based on the notion that job satisfaction was an 
antecedent of organizational commitment. Model 3 was developed based on Bateman 
and Strasse (1984) that organizational commitment is an antecedent of job satisfaction. 
The data were collected from six different dance teams in the Republic of Korea. A 
total 156 female professional dancers participated in the study. The three competing 
models were tested using the structural equation modeling (SEM). The results indicated 
that organizational identification influenced job satisfaction and organizational 
commitment and job satisfaction influenced orgaiaizational commitment. Their study 
was in line with the finding of Brunetto and Farr-Wharton (2002) and Tuzun (2009) 
who had also indicated a causal relationship between organizational identification and 
job satisfaction. 
Qureshi, Shahjehan, Zeb and SaifiiUah (2011) conducted study on 158 teaching 
and administrative staff from a public sector university. The results indicated that 
organizational identification and self esteem as significant predictors of organizational 
citizenship behavior. It can be inferred from the results that development of 
organizational identification and self esteem may be used as a strategy to motivate the 
employees to engage in organizational citizenship behaviors to ensure improved 
individual and organizational performance in public sector organizations. 
Organizational identification has traditionally been associated with positive 
organizational outcomes, whereas negative affectivity (NA) has most often been 
associated with negative individual outcomes. Stoner and Gallagher (2011) 
hypothesized that organizational identification will positively influence self-reported 
performance for individuals high in NA. Conversely, individuals low in NA will not 
experience feelings of enhanced performance as organizational identification increases. 
The finding provided support for the research hypothesis, especially, the personality 
factor of liA moderated the organizational-identification/self-reported performance 
relationship. 
The preceding writings of this Chapter haA^ e exhaustively highlighted available 
literature on organizational commitment and job satisfaction (criterion variables) and 
on self-concept and organizational identification (predictor variables). The perusal of 
survey of literature pertaining to the variables in question have clearly mentioned and 
witnessed as well that organizational commitment and job satisfaction as a function of 
self-concept and organizational identification have never been studied in the same form 
but are witnessed to be partly studied. There are a few studies on self-concept which 
have been studied in relation to organizational commitment and job satisfaction. The 
same way organizational identification has been studied in relation to organizational 
commitment and job satisfaction. A look over the survey of literature speaks to the fact 
that what was the objective of the present investigation could not have been filled even 
till date hence, the findings of the present investigation which is the process of final 
submissions most likely to fill the void of knowledge. 
Before terminating the description of this Chapter, it is warranted to present the 
hypotheses which were framed in the light of the survey of literature for empirical 
investigation. 
^ 1 
Hypotheses 
After presenting survey of literature pertaining to the various variables which 
had been taken in the present investigation, it is necessary to describe the numerous 
hypotheses which were formulated for empirical testing. The hypotheses were framed 
in accordance with the nature of the problem that is to see the predictive influence of 
predictor variables namely, self-concept and organizational identification and its seven 
dimensions on criterion variables namely, organizational commitment and its three 
dimensions and job satisfaction and its five dimensions. It is also important to mention 
here before describing the numerous hypotheses that since survey of literature have 
provided direction of relationship, hence, alternate hypotheses were framed for 
empirical testing. Hypothesis not only provides direction of relationship but 
formulation of hypothesis also provides the various directions from which angles the 
study be undertaken for in-depth investigation. It, therefore, it becomes necessary to 
frame the viarious hypotheses which should touch all probable aspects for in-depth 
empirical investigative work. With the same caution, the following hypotheses were 
framed in carrying out the present investigation. 
Hi —Self-concept will significantly predict organizational commitment as a whole 
and its various dimensions for the total as well as for the sub-groups of university 
teachers across various hierarchical levels (Assistant Professors, Associate 
Professors and Professors). 
H2— Self-concept will significantly predict job satisfaction and its various facets for 
the total as well as for the sub-groups of university teachers across various 
hierarchical levels (Assistant Professors, Associate Professors and Professors). 
H3— Organizational identification and its various dimensions will significantly predict 
organizational commitment and its various components for the total as well as 
for the sub-groups of university teachers across various hierarchical levels 
(Assistant Professors, Associate Professors and Professors). 
H4— Organizational identification and its various dimensions will significantly predict 
job satisfaction and its various facets for the total as well as for the sub-groups of 
university teachers across various hierarchical levels (Assistant Professors, 
Associate Professors and Professors). 
Having formulated the hypotheses, action for undertaking investigation was 
initiated adopting a scientific procedure which is given in detail in the next Chapter-Ill. 
i^<^fe!^-c^ 
5^thod is the back-bone of any scientific research. The term method refers to a 
systematic procedure, technique, and mode of inquiry. Method is also described as a 
way, technique or process of or for doing something. Our study is an empirical one 
which required certain process and steps. Since, the aim of the present investigation 
was to examine the predictive efficacy of self-concept and organizational 
identification on organizational commitment and job satisfaction, hence, the following 
steps were taken in carrying out the investigation. 
Sample 
There may not be any empirical study in behavioural sciences, especially in 
psycholog)', unless the population is defined and thereafter, sample size is determined 
by using appropriate sampling technique that should be the representative of the entire 
population of that specific category. Since, the present study was aimed to study on 
university teachers, so, a sample group of university teachers teaching in Aligarh 
Muslim University, Aligarh were chosen. It seems necessarily relevant to mention 
that the teachers from the various departments of the numerous faculties— Arts, 
Social Sciences, Sciences, Theology, Commerce and from the Women's College 
teaching non-professional courses were chosen as part of the sample population. The 
total sample consists of teachers, teaching as 'Professor', 'Associate Professor' and 
'Assistant Professor'. It is imperative to highlight that 323 teachers had consulted to 
fill the data but after scrutiny finally N = 287 teachers' data were found appropriate 
for the purpose of tabulation and statistical analysis. The break-up of the sample and 
their characteristics have been given in Table-3. 
Total 
Sample 
Assistant 
Professors 
Associate 
Professors 
Professors 
N=287 
n, =84 
n2=123 
n3=80 
Mean 
(SD) 
47,37 
(8.046) 
41.74 
(5.992) 
49.62 
(6.467) 
55.36 
(5.868) 
Range 
24-64 
24-62 
38-64 
39-64 
Mean 
(SB) 
16.63 
(8.404) 
10.05 
(5.236) 
18.4] 
(6.180) 
25.06 
(7.072) 
Range 
1-40 
2-39 
5-40 
1-40 
Mean 
(SD) 
3 
(1.836) 
3 
(2.138) 
3 
(1.678) 
4 
(1.661) 
Range 
0-14 
0-14 
0-10 
1-9 
Moreover, some more information from the sample were tapped through 
biographical information blanic (Appendix-V) other than the afore-mentioned but 
because of the extreme homogeneity of the responses, it was decided not to mention 
these while mentioning sample characteristics. Such information was pertaining to 
general health, marital status, and rural/urban background of the respondents. 
Tools Used 
Psychologists are not magicians, hence, in quest of objective assessment entire 
psychological endeavours are based on the efficacy of psychological tools which must 
have gone tJirough standardization process. Therefore, keeping these in mind, 
following psychological tools were used in this study. 
Organizational Commitment Scale 
Employees level of organizational commitment was measured by a scale 
developed by Shah and Ansari (2000). This scale was based on the three dimensions 
given by Meyer and Allen (1991) viz., 'affective commitment', 'continuance 
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commitment', and 'normative commitment'. Hence, the scale consisted of three 
dimensions with five items in each, so the total numbers of items in this scale were 
15, out of which 13 items were positively and 2 items were negatively framed. This 
scale had a seven point likert type response categories starting from 1 to 7 i.e.,' 1' for 
"strongly disagree" and '7' for "strongly agree" (see Appendix-I). The responses for 
positively worded items had to be counted on the pattern of likert type scale while 
responses had to be reversed for negatively worded items. This scale is reported to be 
highly standardized as split half reliability of the scale was found to be r = 0.80 and 
the congnient validity was r = 0.76. That confirms the scale reliability and validity. 
Job Satisfaction Scale 
Job satisfaction of the respondents was assessed by using a scale developed by 
Porter (1961). Porter had taken inspiration from Maslow's hierarchy of needs (1954), 
hence. Porter's hierarchy of needs patterned after Maslow's approach that contain five 
hierarchy of needs, were security, social, esteem, autonomy, and self-actualization 
needs. Porter's security and social needs are viewed as lower-order needs, while 
esteem, autonomy, and self-actualization as higher order needs. It is necessary to 
mention here that what Porter did was that he merged Maslow's 'physiological need' 
with "security" and isolated "autonomy" from 'self-actualization' needs, hence, he 
also maintained five need hierarchies. 
Porter's scale which was used in the present invesfigation consisted of fifteen 
items based on five dimensions viz., satisfaction with 'security', 'social', 'esteem', 
'autonomy' and 'self actualizafion need' (see Appendix -II) and each dimension has 
equal number of items. The scale has a five point response category ranging from 
"minimum degree" (score of 15) to "maximum degree" (score of 5). It is widely 
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accepted and commonly used scale which is reported to be highly standardized hence, 
the scale is considered to be reliable as well as valid. 
The dimensions defined are being described below: 
1. Security Need: The need for security is manifested in the common preference 
for a job with tenure and protection (job security), pension, and insurance 
plans. 
2. Social Need: refers to the need for employee-centered supervision, team work, 
good supervisor-subordinate relation, and Iriendly behaviour. 
3. Esteem Need: refers to need for recognition, respect, promotion, prestigious 
job titled, team leader, director. 
4. Need for Autonomy: refers to need for being independent, free and self-
directed, and have some control over their own affairs. 
5. Self Actualization Need: refers to the desire for self-fulfillment, personal 
gro^ ^^ 'th and self-development. 
Mohsin Self-Concept Inventory 
Self-concept of the respondents was measured by using Mohsin self-concept 
inventory (1976) that contained 48 items consisting of positively and negatively 
phrased statements about abilities and strengths pertaining to the cognitive, affective, 
and conative areas (see Appendix-Ill). The positively and negatively phrased 
statements were equally balanced in numbers. AH positively phrased statements 
affirm positive quality and all negative phrased statements deny negative quality. The 
acceptance of a statement as characterizing oneself signifies, in either case, positive 
evalucition of the self The entire inventory is, thus, intended to measure variation in 
self-regards. Two halves reliability of the MSCI was reported as r= 0.57 whereas, 
r=0.73 for the full inventory that confirm the reliability of the scale. The validity of 
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MSCI was hypothesized to correlate negatively with a short version of Maslow's SI 
test, adopted by the author, and positively with MPCI (Mohsin Parent Child 
Inventory), The correlation of MSCI with Maslow SI test was -.351, and with MPCI h 
was .396, for a sample of under-graduate students (Mohsin, 1976), hence, both values 
are reported to be significant at less than 1 percent level of confidence. It was also 
reported that the obtained correlations may be taken as indices of construct validity of 
the MSCI. 
Organizational Identification Scale 
The last test used in this study was pertaining to the measurement of 
organizational identification that was developed by the researcher for the purpose of 
the present investigation. It contains seven dimensions i.e., 'organizational prestige', 
'organizational belongingness', 'autonomy in organization', 'employee-centered 
management', 'promotional opportunities', 'supervisory behaviour' and 
'transparency' (see Appendix-IV). 
Before the development of the scale for measuring organizational 
identification, it was defined that organizational identification is "one's perception 
towards the organization as a whole that will reflect one's belongingness with the 
organization". Organizational identification was viewed to be the function of its seven 
dimensions which were identified out of judges' agreement and even judges 
agreements were followed for retaining each item under each dimension of the scale. 
Since, there was a purpose of the scale, hence, each dimension were properly defined 
to provide direction to the respondents while responding each statements. The 
dimensions defined are being described below: 
1. Org:anizational Prestige: It refers to organizational reputation in terms of its 
product and services. 
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2. Organizational Belongingness: It refers to employees feeling to have high 
matching with the organization. 
3. Autonomy in Organization: It refers to organizational freedom given to 
employees in case of the work/assignment given to them, e.g., the way the work 
is accomplished. 
4. Enaployees-Centered Management: It refers to enhancement of employees' 
effectiveness by improving employees' quality of life. 
5. Promotional Opportunity: It refers to organizational avenues for upward 
mobility in terms of salary and hierarchy progression. 
6. Supervisory Behaviour: It refers to supervisory style of interacting with the 
subordinate. It may also reflect to superiors-subordinate relationships. 
7. Transparency: It refers to opermess as well as, clarity in all organizational 
processes and functions. 
For developing the scale, initially under each dimension seven items were very 
cautiously prepared. Thereafter, the whole list of items (statements) was given to the 
experts who worked as judges and had interest in the same discipline to rate each item 
(statement) on a five point scale in a manner whether these items (statements) are 
relevant in measuring organizational identification as well as, the items appropriately 
serve the purpose under each seven facets of the scale. Having obtained the ratings 
from 20 experts, the averages of the judges' ratings were calculated and only those 
items were retained which had high agreement. This whole procedure clearly 
confiims the relevance and the face validity of the scale. Moreover, the item analysis 
was also done by calculating coefficient of correlation for each item with total scores 
of the scale on a sample of 100 university teachers. The coefficients of each item is 
found significant at .01 level of confidence, hence, all items were retained (see 
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Appendix-IVA).But inspite of this fact both reliability and validity were calculated for 
further confirmation. Split-half reliability of the scale yielded the value r = 0.834 that 
confirmed the reliability, whereas, congruent validity of organizational identification 
scale was also calculated by comparing the scale with the scores of Porter's (1961) 
job satisfaction scale. The obtained value r= 0.736 also confirmed the validity of the 
scale. 
Finally, there were 21 items in the scale, i.e., three items under each seven 
dimensions. The scale has seven point likert type response categories ranging from 
"Strongly Agree" (a score of 7) to "Strongly Disagree" (a score of 1), hence the total 
score of the scale ranges from 21-147, higher the score on scale indicate high 
identification and lower to low identification with the organization. 
Having collected the data, scoring of each scale was done and thereafter, scoring 
sheet was prepared for feeding the scores in computer for final analyses with the help 
of SPSS (statistical package for social sciences). 
Statistical Analysis 
Above mentioned scales were used to collect the data for determining the 
predictive proficiency of the predictor variables related to self-concept and 
organizational identification to organizational commitment and job satisfaction. Once 
the data collected and the tabulations of the scores of the data were completed, 
thereafter, it was necessarily warranted to apply appropriate statistical test to analyze 
the data for obtaining the results of the study. Hence, keeping in view the nature of the 
problem, its objectives and hypotheses, multiple regression analysis (MRA) was 
applied to the data. Multiple regression analysis studied the influences of several 
predictor variables simultaneously on the criterion variables. The fimction of MRA is 
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to make prediction about criterion variables on the basis of various predictor 
variables. Aitiiough, there are various methods to assess relative contribution of each 
predictor \'ariable but we used stepwise multiple regression analysis (SMRA). SMRA 
entered each variable in sequence and then its value assessed. The analysis was done 
undertaking total sample for organizational commitment as a whole and its various 
components, and the same was done for the other criterion variable i. e., job 
satisfaction and for its various facets. Thereafter, the same analysis was run following 
the same pattern undertaking sub-sample group of teachers' ('Assistant Professors,, 
'Associate Professor', and 'Professor') separately. 
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The present Chapter-IV highlights the outcome of the entire research endeavour which 
was canied on in quest of Ph.D. work. It has already been mentioned in the last 
Chapter-Ill that stepwise multiple regression analysis (SMRA) was run to analyze the 
data which seemed to be very appropriate to fulfill the objectives of the research done 
leading to Ph.D. degree in Psychology. Before going to the main course of describing 
and inteipreting the results, it seems necessary to mention the schemes which were 
adopted in analyzing the data, hence, the same mil be followed in the present chapter 
too. 
The entire data were analyzed in the following manner: 
- Firstly, total sample irrespective of teachers' hierarchy were given the treatment of 
SMRi^ ^ to identify significant predictors from amongst the variables viz., 'self-
concept', and 'organizational identification' and its numerous determinants viz., 
'organizational prestige', 'organizational belongingness', 'autonomy in 
organization', 'employee-centered management', 'promotional opportunities', 
'supervisory behaviour', and 'transparency', of organizational commitment as a 
whole. 
- Thereafter, the same above statistical treatment of SMRA was given to the data 
for identifying the significant predictors from amongst the same above-mentioned 
predictor variables for 'affective commitment', 'continuance' and 'normative' 
commitment—the three dimensions of'organizational commitment'. 
- Similar statistical treatments of SMRA were also given in case of the other 
criterion variable i.e., 'job satisfaction' as a whole and then in case of its five 
dimensions, i.e., satisfaction with 'security', 'social', 'esteem', 'autonomy' and 
'self actualization' needs. 
The above-mentioned steps were taken for in-depth analysis of the whole data 
for comprehensive understanding pertaining to the research problem in question. 
Before starting to deliberate on results and discussion, it is highly important to 
mention that all the hypotheses formulated for prediction are alternate hypotheses, 
therefore, in case of significant predictors of criterion variables, the hypotheses be 
accepted and in other case of insignificance, concerned hypotheses be treated as 
rejected. Hence, there is no need to mention acceptance or rejection of the hypotheses 
after describing each result. Now, description and discussion of results follow: 
Following the same scheme as mentioned above, now the ongoing description 
will follov/ in describing and interpreting the results. 
Table-4.1 shows model summary of significant predictor variables on 
'organizational commitment' as a whole. Table shows 40.5% of variance (R^ = .405) 
in predicting 'organizational commitment'. The same is very clear from the Table 
4.1(a) thEit three predictor variables—'organizational identification' and 'self-
concept'— variables as a whole and 'organizational belongingness'—a dimension of 
'organizational identification' have emerged as significant predictors of 
'organizati'onal commitment' as their F values given in the table are found significant 
far beyond .01 level of confidence. 
Table-4.1: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Organizational Commitment— as a whole 
Model 
1 
2 
3 
R 
.591(a) 
.620(b) 
.642(c) 
R Square 
.349 
.385 
.412 
Adjusted R 
Square 
.346 
.380 
.405 
Std. Error of the 
Estimate 
10.45486 
10.17858 
9.97114 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Self-concept 
c Predictors: (Constant), Organizational Identification, Self-concept, Organizational Belongingness 
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Table-4.1(a): ANOVA 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of Squares 
16678.048 
31151.694 
47829.742 
18406.370 
29423.372 
47829.742 
19692.877 
28136.865 
47829.742 
df 
1 
285 
286 
2 
284 
286 
3 
283 
286 
Mean Square 
16678.048 
109.304 
9203.185 
103.603 
6564.292 
99.424 
F 
152.584 
88.831 
66.024 
Sig. 
.000(a) 
.000(b) 
.000(c) 
The analysis in its further step analyzed coefficients of regression which are 
given in Table-4.1(b) provides beta values of each significant predictor. Beta value 
tells us about magnitude and direction of each predictor variables in predicting 
criterion viiriable. In other words, regression coefficient (beta) represents the amount 
of change in the criterion variable for a one-unit change in the predictor variable. The 
higher the beta value, the greater the impact of the predictor variable on the criterion 
variable. Table 4.1(b) in Step-3 highlight standairdized beta that shows beta values of 
'organizational identification', 'self-concept', and 'organizational belongingness' as P 
= .385, p = .186, and p = .239 respectively. The P-values of all significant predictors 
are also found significant beyond .01 level of confidence. It is clear from beta values 
that 'organizational identification' accounts for greater impact on 'organizational 
commitment' than the other two variables namely, 'self-concept' and 'organizational 
belongingness'. 
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Table-4.1(b): Coefficients 
Model 
Step-1 
Step-2 
Step-3 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Self-concept 
(Constant) 
Organizational 
Identification 
Self-concept 
Organizational 
Belongingness 
Unstandardized 
Coefficients 
B 
42.743 
.317 
31.413 
.299 
.366 
29.561 
.207 
.354 
.738 
Std. Error 
2.846 
.026 
3.921 
.025 
.090 
3.876 
.036 
.088 
.205 
Standardized 
Coefficients 
Beta 
.591 
.558 
.193 
.385 
.186 
.239 
t 
15.017 
12.352 
8.011 
11.802 
4.084 
7.628 
5.774 
4.021 
3.597 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
Criterion Variable: Organizational Commitment 
In the light of the above finding pertaining to teaching faculties, 
'organizational identification', 'self-concept' and 'organizational belongingness' (a 
dimension of 'organizational identification') came out to be the significant predictors 
of 'organizational commitment'. It is important to mention at this juncture that for 
developing commitment with the organization, 'organizational identification' seems 
to be verj^  significant inherent characteristics because without identification with the 
organization, 'organizational commitment' may not have any sense at all, hence, the 
result is obtained here. The teaching faculties which were taken as a target group 
belong to one of the old central universities of India namely, Aligarh Muslim 
University, Aligarh. Therefore, one's association with such a big institution itself 
provide the sense of pride and honour which subsequently leads to heighten 
'organizational identification' and thereby, enhance one's 'organizational 
commitment'. This is the reason why, it is generally said organizational prestige is 
one of th(; most important determiner for its employees to have the sense of 
belongingness or to feel pride of being attached with such an organization. With 
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regard to significant predictive influence of 'organizational identification' on 
'organizational commitment', the study conducted by Kwon, Han, Koh, and Han 
(2010) fully support our finding as their result revealed a significant causal 
relationship between 'organizational identification' and 'organizational commitment'. 
The second significant predictor that emerged to contribute to 'organizational 
commitment' is 'self-concept'. 'Self-concept' has been found positively related to 
'organizational commitment' as mentioned in Table 4.1(b). It is imperative to mention 
here that 'self-concept' is the key to success hence, realistic or positive self-concept 
provide clear understanding of oneself in relation to various aspects of one's 
surroimding. Therefore, clarity of understanding of oneself in relation to the world 
around, helps in better adjustment with the organization and subsequently 
'organizational commitment' is experienced. This is the reason why, positive 'self-
concept' has always been found important for positive behavioural outcome and here, 
especially in case of teaching faculties who have shown 'organizational commitment' 
as a function of 'self-concept'. Muthuveloo and Rose (2005) found that positive 
employees perception enhance organizational commitment which in turn may most 
likely lead to positive organizational outcomes which is also found in consonance 
with the finding here. Similarly, the studies of Johnson and Chang (2006), Johnson, 
Selanta and Lord (2006) and Johnson and Change (2008) who examined the 
relationshi]) between self-concept and organizational commitment indicated the 
results which support the finding of this study here. 
The third variable which emerged as significant predictor is that of 
'organizational belongingness'—a dimension of 'organizational identification'. It has 
already been mentioned that organizational prestige and its reputation give rise to the 
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sense of belongingness with the organization. Hence, A. M. U. being a reputed and 
great seat of learning provides such sense of 'organizational belongingness' that leads 
to heighten commitment with the organization. 
It is very interesting to know at this juncture that no faculty member or even 
non-teaching staff ever think of switching over to another organization in any case 
except a few who inspite of their commitment with the institution switch-over to 
another organization for money which they think that they can never earn here but 
when their desires are over, they come back. 
Having given the description and interpretation of the results on 
'organizational commitment' as a whole (a criterion variable), now ongoing 
deliberation will pertain to identify the predictive influence of predictor variables on 
various dimensions of 'organizational commitment' viz., 'affective', 'continuance', 
and 'normative' commitment separetly. 
Table-4.2 shows the predictive influence of predictor variables on 'affective 
commitment'—dimension of'organizational commitment'. Table also shows 6.8% of 
variance (R = .068) in predicting 'affective commitment', which was explained by 
'organizational prestige'—a dimension of 'organizational identification' and 'self-
concept', llie table of ANOVA (Table-4.2a) clearly indicate that the two predictor 
variables have come up as significant predictors of 'affective commitment' as their F 
values ranging from F = 11.421 to F = 17.668 are statistically found significant 
beyond .01 level of confidence. Moreover, Table 4.2(b) of coefficient indicates p-
values of each significant predictors in Step-2 which clearly mention that 
'organizational prestige' P = .217 while 'self-concept' P = .129 relatively contributes 
to the criterion variable namely, 'affective commitment'. 
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Table-4.2: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Affective Commitment— a dimension of Organizational 
Commitment 
Model 
1 
2 
R 
.242(a) 
.273(b) 
R Square 
.058 
.074 
Adjusted R 
Square 
.055 
.068 
Std. Error of the Estimate 
4.044 
4.017 
a Predictors: (Constant), Organizational Prestige 
b Predictors: (Constant), Organizational Prestige, Self-concept 
Table-4.2(a): ANOVA 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
288.973 
4661.452 
4950.425 
368.519 
4581.906 
4950.425 
df 
1 
285 
286 
2 
284 
286 
Mean Square 
288.973 
16.356 
184.259 
16.133 
F 
17.668 
11.421 
Sig. 
.000(a) 
.000(b) 
Table-4.2(b): Coefficients 
Model 
Step-1 
Step-2 
Predictors 
(Constant) 
Organizational Prestige 
(Constant) 
Organizational Prestige 
Self-concept 
Unstandardized 
Coefficients 
B 
20.252 
.276 
17.900 
.248 
.079 
Std. Error 
1.187 
.066 
1.585 
.066 
036 
Standardized 
Coefficients 
Beta 
.242 
.217 
.129 
t 
17.06 
2 
4.203 
11.29 
4 
3.728 
2.220 
Sig. 
.000 
.000 
.000 
.000 
.027 
Criterion Variable: Affective Commitment 
The aforementioned findings which are presented from Table-4.2 to Table-
4.2(b) indicate that 'organizational prestige' and 'self-concept' have significant 
predictive influence on 'affective commitment' which seem to be quit logical as 
'organizational prestige' or the prestige of the institution where employees are 
working boost-up one's morale, hence, it lead to 'affective commitment'. It is 
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necessary i;o mention here that 'affective commitment' refer to employees' emotional 
attadimeni: with the organization or institution, therefore, emotional attachment seems 
to be the reason of 'organizational prestige' as well as one's 'self-concept' as it also 
emerged as another important significant predictor. In case of 'self-concept', it has 
already been mentioned earlier that positive or realistic 'self-concept' always helps in 
developing: commitment, especially here in case of 'affective commitment'. It is to 
say that the most realistic or positive understanding of oneself in relation to the world 
around paves the way for better adjustment and ultimately for having emotional 
attachment. The two factors either independently or in conjunction with each other 
provide better avenues for 'affective commitment'. 
Table-4.3 and Table-4.3(a) highlight the significant predictors of 'continuance 
commitment'—a dimension of 'organizational commitment'. The coefficient of 
determination (R^ = .323) showed 32.3% of variance on 'continuance commitment', 
which was explained by four predictor variables namely 'organizational 
identification', 'self-concept', 'organizational prestige'—a dimension of 
'organizational identification' and 'organizational belongingness'—an one another 
dimension of 'organizational identification'. Table-4.3(a) of ANOVA shows that all 
four predictor variables emerged as significant predictors of 'continuance 
commitment' as their F values ranging from F = 35.150 to F = 115.023 are found 
statistically significant beyond .01 level of confidence. 
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TabIe-4.3: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Continuance Commitment— a dimension of Organizational 
Commitment 
Model 
1 
2 
3 
4 
R 
.536(a) 
.554(b) 
.565(c) 
.577(d) 
R Square 
.288 
.307 
.319 
.333 
Adjusted R 
Square 
.285 
.302 
.311 
.323 
Std. Error of the 
Estimate 
5.670 
5.604 
5.565 
5.517 
a Predictors: (Constant), Organizational identification 
b Predictors: (Constant), Organizational Identification, Self-concept 
c Predictors: (Constant), Organizational Identification, Self-concept, Organizational Prestige 
d Predictors: (Constant), Organizational identification. Self-concept, Organizational Prestige, 
Organizational Belongingness 
Table-4.3(a): ANOVA 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
3698.506 
9164.051 
12862.557 
3943.983 
8918.575 
12862.557 
4099.105 
8763.452 
12862.557 
4279.365 
8583.192 
12862.557 
df 
1 
285 
286 
2 
284 
286 
3 
283 
286 
4 
282 
286 
Mean Square 
3698.506 
32.155 
1971.991 
31.403 
1366.368 
30.966 
1069.841 
30,437 
F 
115.023 
62.795 
44.124 
35.150 
SIg. 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
Moreover, Table-4.3(b) of coefficients mentioned beta values in its Step-4 
under column of beta that 'organizational identification' contributes P == .533, 'self-
concept' p = .152, 'organizational prestige' |3 = -.232 and 'organizational 
belongingness' |3 = .191 to 'continuance commitment'. It is interesting to note here 
that all contribute positively to 'continuance commitment' except 'organizational 
prestige' v/liich is negatively contributed to 'continuance commitment'. 
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Table-4.3(b): Coefficients 
Model 
Step-1 
Step-2 
Step-3 
Step-4 
Predictors 
(Constant) 
Organizational Identification 
(Constant) 
Organizational Identification 
Self-concept 
(Constant) 
Organizational Identification 
Self-concept 
Organizational Prestige 
(Constant) 
Organizational Identification 
Self-concept 
Organizational Prestige 
Organizational Belongingness 
Unstandardized 
Coefficients 
B 
7.401 
.149 
3.131 
.143 
.138 
4.565 
.172 
.149 
-.284 
4.523 
.149 
.150 
-.427 
.305 
Std. Error 
1.544 
.014 
2.159 
.014 
• .049 
2.237 
.019 
.049 
.127 
2.218 
.021 
.049 
.139 
.125 
Standardized 
Coefficients 
Beta 
.536 
.512 
.140 
.618 
.152 
-.154 
.533 
.152 
-.232 
.191 
t 
4.794 
10.725 
1.450 
10.214 
2.796 
2.040 
9.008 
3.030 
-2.238 
2.039 
6.991 
3.066 
-3.076 
2.434 
Sig. 
.000 
.000 
.148 
.000 
.006 
.042 
.000 
.003 
.026 
.042 
.000 
.002 
.002 
.016 
Criterion Variable: Continuance Commitment 
It is very clear from the pattern of finding in case of 'organizational 
identification', 'self-concept' and 'organizational belongingness' having their positive 
contribution to 'continuance commitment' because employees having heightened 
'organizational identification', 'organizational belongingness' and high on positive 
'self-concept' like to continue in the.^ same organization contrary to these finding 
'organizational prestige' is found to have significant negative contribution to 
'continuance commitment'. Such types of findings are very rare that pose challenge 
for researchers for its defense. But we have a very clear understanding about some of 
the situation where employees have the feeling of insecurity because of 'organization 
prestige' that attracts new jobs incumbent for getting the job in such type of 
organizations. Although, 'organizational prestige' is a strong predictor for 
continuance but on the other hand it may develop fear among incompetent employees 
if other most competent job incumbents, are getting in. The later may be one of the 
explanations to defend the pattern of finding that 'organizational prestige' has 
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significant: negative impact on 'continuance commitment'. Moreover, the behaviour 
of teaching faculty of such a reputed institution is that if they are getting better 
avenues outside the country where they get minimum challenge or input and 
maximum reward or outcome they easily move, hence, there is a great question mark 
against 'continuance commitment'. Contrary to our study, Mignonac, Herrbach, 
Guerrero (2006) study revealed that perceived external prestige was significantly 
related to turnover intentions. Hence, such employees with positive perceptions of the 
external image of their organization were less willing to quit. On the other hand, need 
for organizational identification was not correlated with turnover intentions. 
The third dimension of 'organizational commitment' is of 'normative 
commitment' which is also found to be influenced by four significant predictor 
variables namely, 'organizational identification', 'organizational belongingness', 
'self-concept', and 'transparency' which is evident from Table-4.4 and Table-4.4(a). 
These variable account for 37% (R^= .370) of variance in normative commitment. 
Table-4.4: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Normative Commitment— a dimension of Organizational 
Commitment 
Model 
1 
2 
3 
4 
R 
.546(a) 
.582(b) 
.600(c) 
.615(d) 
R Square 
.298 
.338 
.360 
.379 
Adjusted R 
Square 
.295 
.334 
.354 
.370 
Std. Error of the 
Estimate 
5.044 
4.905 
4.831 
4.770 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Organizational Belongingness 
c Predictors: (Constant), Organizational Identification, Organizational Belongingness, Self-concept 
d Predictors: (Constant), Organizational Identification, Organizational Belongingness, Self-concept, 
Transparency 
Table-4.4(a) highlights the analyses based on ANOVA where F values from 
the said significant predictors range from F = 42.971 to F = 120.903 which indicate 
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that all aj-e found significant far beyond .01 level of confidence. 
Model 
1 
2 
3 
4 
Regressio 
n 
Residual 
Total 
Regressio 
n 
Residual 
Total 
Regressio 
n 
Residual 
Total 
Regressio 
n 
Residual 
Total 
Sum of 
Squares 
3075.811 
7250.502 
10326.314 
3493.104 
6833.209 
10326.314 
3722.263 
6604.051 
10326.314 
3910.546 
6415.768 
10326.314 
Table-4.4(a 
df 
1 
285 
286 
2 
284 
286 
3 
283 
286 
4 
282 
286 
): ANOVA 
Mean Square 
3075.811 
25.440 
1746.552 
24.061 
1240.754 
23.336 
977.636 
22.751 
F 
120.903 
72.590 
53.169 
42.971 
Sig. 
.000(a) 
.000(b) 
.000(0) 
.000(d) 
Model 
Step-1 
Step-2 
Step-3 
Step-4 
F'redictors 
(Cionstant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Organizational 
Belongingness 
(Constant) 
Organizational 
Identification 
Organizational 
Belongingness 
vSeif-concept 
(Constant) 
Organizational 
Identification 
Organizational 
Belongingness 
Self-concept 
Transparency 
Table-4.4(b): Coefficients 
Unstandardlzed 
Coefficients 
B 
13.623 
.136 
12.345 
.083 
.420 
8.254 
.078 
.408 
.133 
8.272 
.131 
.308 
.133 
-.291 
Std. Error 
1.373 
.012 
1.370 
.018 
.101 
1.878 
.017 
.099 
.043 
1.854 
.025 
.104 
.042 
.101 
Standardized 
Coefficients 
Beta 
.546 
.333 
.293 
.313 
.284 
.151 
.525 
.215 
.151 
-.215 
t 
9.920 
10.996 
9.010 
4.737 
4.165 
4.396 
4.509 
4.099 
3.134 
4.462 
5.219 
2.958 
3.157 
-2.877 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.002 
.000 
.000 
.003 
.002 
.004 
Criterion Variable: Normative Commitment 
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Further analyses based on coefficients given in Table-4.4(b) show beta values 
(P) of the said four predictor variables to 'normative commitment'. The beta values of 
'organizational identification', 'organizational belongingness', 'self-concept', and 
'transparency' highlighted at Step-4 are .525, .215, .151, and -.215 to 'normative 
commitmie;nt'~ a dimension of 'organizational commitment'. All the beta values 
found significant at .01 level of confidence. The pattern of results indicate that the 
former thiree predictors have their positive relation to 'normative commitment' but 
'transparency'—a dimension of 'organizational commitment' found to has negative 
influence. 
The explanation of three significant predictors namely, 'organizational 
identification', 'organizational belongingness', and 'self-concept' remain the same as 
have already been given in the context of Table-4.3(b). So, far as transparency is 
concerned with regard to 'normative commitment', it is imperative to mention that 
'transparenicy' is something very good and important but in organizations where 
employees have permanent job, they usually do not like 'transparency' hence, their 
'normative commitment' is negatively influenced. It is a matter of fact that in the 
scenario of granting promotion to the higher ladder, every one want to get promotion 
with their minimum inputs that is minimum quantum of contribution in their growth 
as well as to the organization. It is generally witnessed that employees, especially 
teachers do not want to be exposed with the records of their inputs (contributions) in 
the competitive fray of this contemporary world of work. Hence, there must be 
'transparency' in the organization but it should not be accessed by others for 
developing and maintaining obligation in the form of 'normative commitment'. 
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The aforementioned writings were pertaining to the significant predictors of 
'organizational commitment' and its three dimensions for the total group of teaching 
faculties. But onward deliberation will pertain to another criterion variable namely 
'job satisfaction' and its various five dimensions separately. 
Before going into the description, it is necessary to mention here that 'job 
satisfaction'—is another criterion variable which has five dimensions. Hence, firstly, 
predictors of 'job satisfaction' will be described and discussed and then its various 
dimension will be taken up separately in the same sequence of hierarchy fi"om lower 
to higher order needs. 
Table-4.5: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Job Satisfaction— as a whole 
Model 
1 
2 
R 
.537(a) 
.566(b) 
R Square 
.288 
.320 
Adjusted R 
Square 
.286 
.315 
Std. Error of the 
Estimate 
8.89967 
8.71446 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Supervisory Behaviour 
Table-4.5(a): ANC)VA(c) 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of Squares 
9145.567 
22573.164 
31718.732 
10151.266 
21567.465 
31718.732 
df 
1 
285 
286 
2 
284 
286 
Mean Square 
9145.567 
79.204 
5075.633 
75.942 
F 
115.468 
66.836 
Sig. 
.000(a) 
.000(b) 
Table-4.5 indicates that two predictor variables viz., 'organizational 
identification' and 'supervisory behaviour'- a dimension of 'organizational 
identification' emerged as significant predictors and showed 31.5% (R^ = .315) of 
variance in 'job satisfaction' as a whole as their F values are given in Table-4.5(a) are 
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significant far beyond .01 level. 
Analysis, in its further step highlight coefficients of regression given in Table-
4.5(b) provide beta scores that indicate the relative contribution of each significant 
predictors to the criterion variable namely 'job satisfaction'. Hence, it is clear at Step-
2 of Table-4.5(b) that 'organizational identification' is contributing .315 (P-value) 
where as 'supervisory behaviour' .284 (P-value) in 'job satisfaction'—as a whole and 
their relation of predictor variables with criterion variables are found positive and 
significant beyond .01 level of confidence. 
Table-4.5(b): Coefficients 
Model 
Step-1 
Step-2 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Supervisory Behaviour 
Unstandardized 
Coefficients 
B 
32.462 
.235 
31.838 
.138 
.762 
Std. Error 
2.423 
.022 
2.379 
.034 
.209 
Standardized 
Coefficients 
Beta 
.537 
.315 
.284 
t 
13.398 
10.746 
13.385 
4.032 
3.639 
Sig. 
.000 
.000 
.000 
.000 
.000 
Criterion Variable: Job Satisfaction 
The results pertaining to the significant predictive influence of 'organizational 
identification' as well as good 'supervisory behaviour' on 'job satisfaction' are 
assumed to be very natural and in consonance with human nature. It has already been 
mentioned in case of 'organizational commitment' that 'organizational identification' 
seems to be very necessarily important, hence, the same can be repeated while 
explaining the relationship between 'organizational identification' and 'job 
satisfaction'. Finding of Brunetto and Farr-Wharton (2002), Tuzun (2009) and Kwon, 
Han, Koh, Han (2010) indicated a causal relationship between organizational 
identification and job satisfaction. 
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So far as 'supervisory behaviour' is concerned which has not been witnessed 
earlier in the context of 'organizational commitment' and its various dimensions, it is 
to say that 'supervisory behaviour' has direct predictive relationship with 'job 
satisfaction'. The importance of 'supervisory behaviour' is evident from the first 
quarter of the 20"^  century with the finding of Mayo and his colleagues who after 
concerted effort had come to conclude that auto-bureaucratic style of leadership is a 
source of dissatisfaction while freedom, autonomy and goody relations at work are 
important ingredients of 'job satisfaction'. Mayo's work not only emphasized over the 
democratic or employee-oriented leadership but it also changes the entire orientation 
in the history of industrial psychology from management to employee-centered 
approach. The later approach since then has dominated the whole world of work and 
is gradually become very modem so far as strategies are concerned in the form of 
participative management, MBO (management by objective) etc. Therefore, the 
finding pertaining to the relationship of'supervisory behaviour' to 'job satisfaction' is 
quit logical and worth mentioning as employee-centered trend of supervisory style 
may continue in fiiture too. Study conducted by Sowmya and Panchanatham, (2011) 
have advocated that supervisor behaviour significantly influenced job satisfaction of 
bank sector employees. Brown and Peterson (1993) highlighted factors that positively 
affect employees' satisfaction, such as supervisors' treatment of them, salary, 
relationship between co-workers and customers, and so forth. These all are in the line 
of the present finding that supervisory behaviour significantly predicts job 
satisfaction. 
Having described and discussed the predictive influence of predictor variables 
consisting of 'self-concept' and 'organizational identification' and their various 
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determinants on 'job satisfaction' as a whole, now, onward deliberation will pertain to 
the influence of predictors on various dimension of 'job satisfaction' viz., satisfaction 
with 'security need', 'social need', 'esteem need', 'need for autonomy' and 'self 
actualization need' separately. The descriptions follow: 
Table-4.6 to Table-4.6(b) presents the significant predictors of satisfaction 
with 'security need'—a dimension of 'job satisfaction'. Table-4.6 highlights the 
model sunmiary of 'security need' which indicates that 'organization identification' 
and 'supervisory behaviour' are found significanl predictors of 'security need' for the 
total sample of teaching faculties and account for 12.5% of variance (R^ = .125). 
Table-4.6(a) of ANOVA clearly indicates significance of model summary as their F 
values ranging from F = 21.404 to F = 38.318 are found significant, 
Table-4.6: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Security Need— a dimension of Job Satisfaction 
Model 
1 
2 
R 
.344(a) 
.362(b) 
R Square 
.119 
.131 
Adjusted R 
Square 
.115 
.125 
Std. Error of the 
Estimate 
2.528 
2.514 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Supervisory Behaviour 
Table-4.6(a): ANOVA 
Model 
1 
2 
Regressio 
n 
Residual 
Total 
Regressio 
n 
Residual 
Total 
Sum of 
Squares 
244.812 
1820.840 
2065.652 
270.572 
1795.079 
2065.652 
df 
1 
285 
286 
2 
284 
286 
Mean Square 
244.812 
6.389 
135.286 
6.321 
F 
38.318 
21.404 
Sig. 
.000(a) 
.000(b) 
Moreover, Table-4.6(b) of coefficients at Step-2 under column beta indicates 
that 'organizational identification' contributes P •= .205 and 'supervisory behaviour'- a 
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dimension of 'organizational identification' contributes P = .178 and the values of 
these are found significant at .02 and .044 level of confidence respectively. 
Table-4.6(b): Coefficients 
Model 
Step-1 
Step-2 
Predictors 
(Constant) 
Organizational Identification 
(Constant) 
Organizational Identification 
Supervisory Behaviour 
Unstandardized 
Coefficients 
B 
7.807 
.038 
7.707 
.023 
.122 
Std. brror 
.688 
.006 
.686 
.010 
.060 
Standardized 
Coefficients 
Beta 
.344 
.205 
.178 
t 
11.345 
6.190 
11.231 
2.322 
2.019 
Sig. 
.000 
.000 
.000 
.021 
.044 
Criterion Variable: Security Need 
The outcome of the findings highlighted in the table from Table-4.6 to Table-
4.6(b) seems to be logical in a sense that security itself is an important factor for 
developing organizational identification but supervisory practices at work place 
ensure the security of the employees at work place not only in terms of certainty in 
continuing at work but also in the form of the avenues and opportunities for 
promotion are ensured by 'supervisory behaviour' viz., head of the department and 
other top level management/administration. Hence, 'organizational identification' and 
'supervisory behaviour' have positive relationship to the satisfaction with 'security 
need'. 
Another, criterion variable is that of satisfaction with 'social need'. Table-4.7 
to Table-4.7(b) provide clear information that only one predictor variable i.e., 
'organizational identification' emerged as significant predictor which showed 17.6% 
of variance (R^ = .176) in satisfaction with 'social need' as its F values (F = 62.150) 
given in Table-4.7(a) is found significant far beyond .01 level of confidence. 
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Table-4.7;; 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictor of Social Need— a dimension of Job Satisfaction 
Model 
1 
R 
.423(a) 
R Square 
.179 
Adjusted R 
Square 
.176 
Std. Error of the 
Estimate 
2.479 
a Predictors: (Constant), Organizational Identification 
Table-4.7(a): ANOVA 
Model 
1 Regression 
Residual 
Total 
Sum of Squares 
381.870 
1751.126 
2132.997 
df 
1 
285 
286 
Mean Square 
381.870 
6.144 
F 
62.150 
SIg. 
.000(a) 
Moreover, Table-4.7(b) of coefficients indicates beta value that 
'organizational identification' contributes relatively .423 (p-value) in satisfaction with 
'social need' which is significant beyond .01 level, which is indicated in beta column. 
Table-4.7(b): Coefficients 
Model 
Step-1 
Predictor 
(Constant) 
Organizational Identification 
Unstandardized 
Coefficients 
B 
6.517 
.048 
Std. 
Error 
.675 
.006 
Standardized 
Coefficients 
Beta 
.423 
t 
9.657 
7.884 
Sig. 
.000 
.000 
Criterion Variable: Social Need 
The finding given in the preceding table, especially in Table-4.7(a) and (b) 
looks to be rational because 'organizational identification' in itself contain the 
fulfillment of 'social need', therefore 'organizational identification' has come out as 
significant predictor of 'social need'. It is not warranted at each point of time to give 
explanation of relationship between the two variables or the predictive influence of 
one variable on criterion if explanations have already been given earlier. But since, 
'organizational identification' has predicted 'social need' so it need explanation in a 
very specific manner. However, it is to say that 'organizational identification' is 
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relatively global phenomenon which is developed under various conditions of the 
organization at work place if it is very high then it may ultimately lead to the 
fiilfillment of'social need'. Therefore, such resuh is obtained. 
Moving forward to Table-4.8 to Table-4.8(b) which has taken into account 
satisfaction with 'esteem need' as a criterion variable to show its significant 
predictors. These tables indicate that 'supervisory behaviour' and 'organizational 
prestige' jure found significant predictors of satisfaction with 'esteem need'. All two 
predictor variables show 21% of variance in fulfillment of satisfaction with 'esteem 
need' as their F values given in Table-4.8(a) are highly significant. Moreover, Table-
4.8(b) of coefficients at its Step-2 under column beta indicates the relative predictive 
influence of predictor variables in the fulfillment of 'esteem need'. The P values of 
'supervisory behaviour' and 'organizafional prestige' are (3 = .385 and p = .142, which 
are significant at beyond .01 and .015 level of confidence respectively. 
TabIe-4.8: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Esteem Need— a dimension of Job Satisfaction 
Model 
1 
2 
R 
.446(a) 
.464(b) 
R Square 
.199 
.215 
Adjusted R 
Square 
.196 
.210 
Std. Error of the 
Estimate 
2.416 
2.395 
a Predictors: (Constant), Supervisory Beiiavlour 
b Predictors: (Constant), Supervisory Behaviour, Organizational Prestige 
Table-4.8(a): ANOVA 
Model 
1 
2 
Regressio 
n 
Residual 
Total 
Regressio 
n 
Residual 
Total 
Sum of 
Squares 
413.304 
1663.867 
2077.171 
447.496 
1629.675 
2077.171 
df 
1 
285 
286 
2 
284 
286 
Mean Square 
413.304 
5.838 
223.748 
5.738 
F 
70.794 
38.992 
SIg. 
.000(a) 
.000(b) 
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Table-4.8(b): Coefficients 
Model 
Step-1 
Step-2 
Predictors 
(Constant) 
Supervisory Behaviour 
(Constant) 
Supervisory Behaviour 
Organizational Prestige 
Unstandardized 
Coefficients 
B 
7.756 
.306 
6.504 
.264 
.105 
Std. Error 
.549 
.036 
.748 
.040 
.043 
Standardized 
Coefficients 
Beta 
.446 
.385 
.142 
t 
14.120 
8.414 
8.694 
6.624 
2.441 
Sig. 
.000 
.000 
.000 
.000 
.015 
Criterion Variable: Esteem Need 
The findings given in the tables of Table-4.8 to Tables-4.8(b) are found quit 
logical and interesting as fulfillment of need are likely to be the best function of 
'supervisory behaviour' and 'organizational prestige'. With regard to 'supervisory 
behaviour' as being significant predictors of satisfaction with 'esteem need', it is to 
say that superior-subordinate relations are very important if supervisors give 
weightage to their subordinates and pay more respect to them then such condition 
provide opportunity to employees to have the experience of the fulfillment of 'esteem 
need'. Therefore, there has been a slogan in the west that 'you make people 
(employees) gay and happy, they will be themselves motivated at work' where the 
contention of good supervisory behaviour is very much implicit that may most likely 
become instrumental to the fulfillment of satisfaction with 'esteem need'. In case of 
'organizational prestige' as a significant predictor of 'esteem need', there is nothing to 
say at all, except that 'organizational prestige' boost-up one's morale of working in a 
reputed organization, hence, ultimately satisfaction with 'esteem need' is most likely 
to be fulfilled. 
Table-4.9 to Table-4.9(b) show significant predictors of satisfaction with 
'need for autonomy' and it clearly obtained that there are three significant predictors 
namely, 'supervisory behaviour', 'autonomy in organization' and 'transparency'—are 
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the dimension of 'organizational identification' have emerged to predict satisfaction 
with 'need for autonomy' as the above three predictor variables account for 28.9% of 
variance which are found significant as their F values ranging from F = 39.788 to F = 
93.064 are statistically found significant beyond .01 level (Table-4.9a). 
Table-4.9: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Need for Autonomy— a dimension of Job Satisfaction 
Model 
1 
2 
3 
R 
.496(a) 
.528(b) 
.545(c) 
R Square 
.246 
.279 
.297 
Adjusted R 
Square 
.244 
.274 
.289 
Std. Error of the 
Estimate 
2.364 
2.316 
2.292 
a Predictors: (Constant), Supervisory Behaviour 
b Predictors: (Constant), Supervisory Beliaviour, Autonon-iy in Organization 
c Predictors: (Constant), Supervisory Behaviour, Autonomy in Organization, Transparency 
IVIodel 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Table-4.9(a): ANOVA 
Sum of 
Squares 
520.248 
1593.215 
2113.463 
590.088 
1523.376 
2113.463 
626.977 
1486.486 
2113.463 
df 
1 
285 
286 
2 
284 
286 
3 
283 
286 
Mean Square 
520.248 
5.590 
295.044 
5.364 
208.992 
5.253 
F 
93.064 
55.004 
39.788 
Sig. 
.000(a) 
.000(b) 
.000(c) 
Table-4.9(b): Coefficients 
Model 
Step-1 
Step-2 
Step-3 
Criterion \ 
Predictors 
(Constant) 
Supervisory Behaviour 
(Constant) 
Supervisory Behaviour 
Autonomy in Organization 
(Constant) 
Supervisory Behaviour 
Autonomy in Organization 
Transparency 
/ariable: Need for Autonomy 
Unstandardized 
Coefficienlts 
B 
6.065 
.343 
5.218 
.255 
.135 
5.102 
.182 
.109 
.116 
Std. Error 
.538 
.036 
.577 
.043 
.038 
.572 
.050 
.038 
.044 
Standardized 
Coefficients 
Beta 
.496 
.369 
.222 
.263 
.178 
.190 
t 
11,284 
9.647 
9.050 
6.009 
3.608 
8.915 
3.612 
2.825 
2.650 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.005 
.008 
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Table-4.9(b) of coefficients highlights the p-values of these significant 
predictors. Step-3 of coefficients under beta column very apparently highlights that 
'supervisory behaviour' p = .263 whereas 'autonomy in organization' and 
'transparency' P = .178 and p = .190 respectively and all these values are found 
significant beyond .01 level of confidence. 
V/ith regard to the findings which show 'supervisory behaviour', 'autonomy in 
organization' and 'transparency' as significant predictors for 'need for autonomy' 
seem to be very important as these variables are very much related to the fulfillment 
of satisfaction with 'need for autonomy'. 'Supervisory behaviour' has consistently 
been found significant predictor in predicting 'job satisfaction' as a whole and its 
various dimensions except satisfaction with 'social need'. Hence, 'supervisory 
behaviour' has its relevance in all conditions/situations influencing employees' 
performance. Contrary to it, 'autonomy in organization' and 'transparency' found 
significant predictors of satisfaction with 'need for autonomy'—a dimension of 'job 
satisfaction'. It is imperative to mention that 'autonomy' and 'transparency' both are 
found very significant in teacher-taught relations as well as for the growth (or 
promotion) of the teaching faculties, hence, fulfillment of 'need for autonomy' seems 
significantly important as a function of 'autonomy in organization' and 
'transparency'. At this point, it is also warranted to express our view that 'autonomy' 
and 'transparency' are generally required by everyone across various professional and 
hierarchical levels but in some cases the reverse conditions caimot be ruled out which 
are rarely v/itnessed. 
Table-4.10 to Table-4.10(b) highlights the significant predictors of satisfaction 
with 'self actualization need '. It is interesting as well as logical to point out that the 
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significant predictors here are similar to that of 'need for autonomy'. The coefficient 
of determination showed 23.9% (Table 4.10) of variance (R^ = .239) in satisfaction 
with 'self actualization need'. Table-4.10(a) of ANOVA described that 
'transparency', 'supervisory behaviour' and 'autonomy in organization', all emerged 
as significant predictors of 'self actualization' as F values given in the table are 
significaiat beyond .01 level of confidence. Moreover, Table-4.10(b) of coefficients as 
it Step-3 imder column beta highlights significant predictive efficacy of predictors in 
criterion variables. The beta value of 'transparency' is P = .237 where as 'supervisory 
behaviour' |3 = .200 and 'autonomy in organization' p = .137, all these values are 
found sigTiificant beyond .05 level of confidence. 
Table-4.10: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Self Actualization Need— a dimension of Job Satisfaction 
Model 
1 
2 
3 
R 
.450(a) 
.485(b) 
.497(c) 
R Square 
.203 
.236 
.247 
Adjusted R 
Square 
.200 
.230 
.239 
Std. Error of the 
Estimate 
2.218 
2.176 
2.163 
a Predictors: (Constant), Transparency 
b Predictors: (Constant), Transparency, Supervisory Behaviour 
c Predictors: (Constant), Transparency, Supervisory Behaviour, Autonomy in Organization 
Table-4.10(a): ANOVA 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of Squares 
357.028 
1402.617 
1759.645 
414.455 
1345.190 
1759.645 
435.193 
1324.451 
1759.645 
df 
1 
285 
286 
2 
284 
286 
3 
283 
286 
Mean Square 
357.028 
4.921 
207.227 
4.737 
145.064 
4.680 
F 
72.545 
43.750 
30.996 
Sig. 
.000(3) 
.000(b) 
.000(c) 
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Model 
Step-1 
Step-2 
Step-3 
Table-4.10(b] 
Predictors 
(Constant) 
Transparency 
(Constant) 
Transparency 
Supervisory Behaviour 
(Constant) 
Transparency 
Supervisory Behaviour 
Autonomy in 
Organization 
: Coefficients 
Unstandardized 
Coefficients 
B 
7.425 
.251 
6.460 
.154 
.158 
6.037 
.132 
.126 
.076 
Std. Error 
.430 
.029 
.504 
.040 
.045 
.540 
.041 
.048 
.036 
Standardized 
Coefficients 
Beta 
.450 
.277 
.250 
.237 
.200 
.137 
t 
17.286 
8.517 
12.807 
3.859 
3.482 
11.176 
3.196 
2.654 
2.105 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.002 
.008 
.036 
Criterion Variable: Self Actualization Need 
With regard to the finding, it has already been mentioned above that the 
finding in the context of criterion variable namely, 'need for autonomy' are similar to 
the above, hence, the explanation of such pattern of results remain the same as have 
already been given in the context of Table-4.9 to Table-4.9(b). However, it seems 
necessary to mention the reason why, the same findings emerged. Here, one can recall 
the theory of need hierarchy given by Maslow (1943) which is used as a theory of 'job 
satisfaction' since 1952 has five need hierarchies namely, 'physiological', 'security', 
'social', 'esteem' and 'self actualization' needs, but what Porter (1961) did is that he 
merged 'physiological' and 'security' need and named it as 'security need' and 
broken 's(jlf actualization need' into two as 'need for autonomy' and 'self 
actualization need' and based on this five need-hierarchies, Porter had developed the 
scale of need satisfaction/job satisfaction. Since, 'need for autonomy' and' self 
actualization need' rest under the same umbrella of need, hence, here the same finding 
is obtained in case of 'need for autonomy' and 'self actualization need'. Moreover, it 
is also necessary to stress light on the fact that fulfillment of 'self actualization need' 
is in no case possible without autonomy, hence, both are most likely highly 
interdependent to each-other. 
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The above description and discussion of results were related to see the 
predictive influence of different predictors on the two criterion variables and their 
facets for the sample group of teaching faculties irrespective of their hierarchy levels 
or designation. Now, onward deliberations of results will highlight for the different 
sub-sample groups consisting of 'Assistant Professors', 'Associate Professors', and 
'Professors' separately that will provide comparative picture of results among the 
three hienirchies of teaching faculties. 
Table-4.11 to Table-4.11(b) clearly states the significant predictors of 
'organizjitional commitment' for the sub-sample group of 'Assistant Professors', 
'Associate Professors', and 'Professors' separately. 
Table-4.11: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Organizational Commitment among Sub-Sample Groups of 
University Teachers 
Sub-Sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
3 
4 
1 
2 
3 
4 
5 
1 
2 
3 
R 
.682(a) 
.731(b) 
.754(c) 
.746(d) 
.562(a) 
.598(e) 
.618(f) 
.645(g) 
.666(11) 
.562(a) 
.613(i) 
.6470) 
R Square 
.465 
.534 
.568 
.556 
.315 
.357 
.382 
.417 
.443 
.315 
.376 
.419 
Adjusted R 
Square 
.459 
.523 
.552 
.545 
.310 
.346 
.366 
.397 
.419 
.307 
.359 
.396 
Std. Error of 
the Estimate 
9.48567 
8.90750 
8.63297 
8.69537 
11.38058 
11.07449 
10.90377 
10.63865 
10.43912 
8.85033 
8.50679 
8.26207 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Organizational Prestige 
c Predictors: (Constant), Organizational Identification, Organizational Prestige, Autonomy in Organization 
d Predictors: (Constant), Organizational Prestige, Autonomy in Organization 
e Predictors: (Constant), Organizational Identification, Transparency 
f Predictors: (Constant), Organizational Identification, Transparency, Organizational Prestige 
g Predictors: (Constant), Organizational Identification, Transparency, Organizational Prestige, Organizational 
Belongingness 
h Predictors: (Constant), Organizational Identification, Transparency, Organizational Prestige, Organizational 
Belongingness, Self-concept 
i Predictors: (Constant), Organizational Identification, Promotional Opportunity 
j Predictors: (Constant), Organizational Identification, Promotional Opportunity, Self-concept 
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Table-4.11 showed the model summary of all three sub-sample groups, the 
coefficient of determination for 'Assistant Professors', 'Associate Professors' and 
'Professors' are R^  = .545, R^  = .419 and R^  = .396 respectively. A look over the 
Table-4.11 (a) of ANOVA that for all the three sub-group of teaching faculties F 
ranging from 18.248 to 71.382 are found significant far beyond .01 level of 
confidence, 
Table-4.11(a): ANOVA 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
2 
3 
4 
1 
2 
3 
4 
5 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
6422.794 
7378.194 
13800.988 
7374.156 
6426.832 
13800.988 
7838.730 
5962.258 
13800.988 
7676.616 
6124.372 
13800.988 
7217.307 
15671.620 
22888.927 
8171.609 
14717.318 
22888.927 
8740.753 
14148.174 
22888.927 
9533.573 
13355.354 
22888.927 
10138.828 
12750,099 
22888.927 
2815.139 
6109.611 
8924.750 
3352.613 
5572.137 
8924.750 
3736.854 
5187.896 
8924.750 
df 
1 
82 
83 
2 
81 
83 
3 
80 
83 
2 
81 
83 
1 
121 
122 
2 
120 
122 
3 
119 
122 
4 
118 
122 
5 
117 
122 
1 
78 
79 
2 
77 
79 
3 
76 
79 
Mean 
Square 
6422.794 
89.978 
3687.078 
79.344 
2612.910 
74.528 
3838.308 
75.610 
7217.307 
129.518 
4085.804 
122.644 
2913.584 
118.892 
2383.393 
113.181 
2027.766 
108.975 
2815.139 
78.328 
1676.307 
72.365 
1245.618 
68.262 
F 
71.382 
46.470 
35.059 
50.765 
55.725 
33.314 
24.506 
21.058 
18.608 
35.940 
23.164 
18.248 
Sig. 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
.000(a) 
.000(e) 
.000(f) 
.000(g) 
.000(h) 
.000(a) 
.OOO(i) 
.0000) 
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Table-4.11(b); Coefficients 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-3 
Step-4 
Step-1 
Step-2 
Step-3 
Step-4 
Step-5 
Step-1 
Step-2 
Step-3 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Organizational 
Prestige 
(Constant) 
Organizational 
Identification 
Organizational 
Prestige 
Autonomy in 
Organization 
(Constant) 
Organizational 
Prestige 
Autonomy in 
Organization 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Transparency 
(Constant) 
Organizational 
Identification 
Organizational 
Prestige 
Transparency 
(Constant) 
Organizational 
Identification 
Organizational 
Prestige 
Transparency 
Organizational 
Belongingness 
(Constant) 
Organizational 
Identification 
Organizational 
Prestige 
Transparency 
Organizational 
Belongingness 
Self-concept 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Promotional 
Opportunity 
(Constant) 
Organizational 
Identification 
Self-concept 
Promotional 
Opportunity | 
Unstandardized 
Coefficients 
B 
41.900 
.342 
30.315 
.205 
1.491 
27.940 
.100 
1.406 
.963 
27.684 
1.722 
1.316 
36.374 
.352 
36.684 
.469 
-.931 
41.809 
.606 
-.857 
-1.267 
43.129 
.464 
-1.279 
-.987 
1.067 
33.377 
.458 
-1.340 
-.956 
1.048 
.322 
53.375 
.236 
51.280 
.388 
-.950 
39.572 
.395 
.333 
-1.015 
Std. En-or 
4.667 
.040 
5.513 
.055 
.431 
5.427 
.068 
.419 
.386 
5.464 
.362 
.305 
5.141 
.047 
5.004 
.062 
.334 
5.455 
.087 
.392 
.363 
5.346 
.101 
.414 
.369 
.403 
6.681 
.099 
.407 
.363 
.396 
.137 
4.286 
.039 
4.191 
.067 
.349 
6.397 
.065 
.140 
.340 
Standardized 
Coefficients 
Beta 
.682 
.409 
.379 
.199 
.357 
.291 
.438 
.397 
.562 
.750 
-.278 
.968 
-.230 
-.378 
.741 
-.343 
-.294 
.331 
.732 
-.359 
-.285 
.325 
.165 
.562 
.922 
-.436 
.939 
.208 
-.466 
t 
8.979 
8.449 
5.499 
3.736 
3.463 
5.148 
1.475 
3.356 
2.497 
5.067 
4.756 
4.319 
7.076 
7.465 
7.332 
7.531 
-2.789 
7.664 
6.925 
-2.188 
-3.493 
8.068 
4.600 
-3.089 
-2.673 
2.647 
4.996 
4.630 
-3.293 
-2.637 
2.649 
2.357 
12.453 
5.995 
12.237 
5.763 
-2.725 
6.186 
6.039 
2.373 
-2.989 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.144 
.001 
.015 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.006 
.000 
.000 
.031 
.001 
.000 
.000 
.003 
.009 
.009 
.000 
.000 
.001 
.010 
.009 
.020 
.000 
.000 
.000 
.000 
.008 
.000 
.000 
.020 
.004 
Criterion Variable: Organizational Commitment 
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Moreover, Table-4.11(b) gives the relative contributions of finally emerged 
significant predictors for the three sub-groups of teaching faculties. So far as the 
category of 'Assistant Professors' is concerned Step-4 under the column beta shows 
that two fectors related to 'organizational identification' namely, 'organizational 
prestige' and 'autonomy in organization' have emerged as significant predictors 
which contribute relatively P = .438 and p = .397 respectively. The findings clearly 
indicate that 'organizational prestige' and 'autonomy in organization' are important 
for 'Assistant Professors' to have developed higher commitment which they enjoy 
been attached to one of the famous central university viz., Aligarh Muslim University, 
Aligarh. 
In case of teaching category of 'Associate Professors', perusal of the fifth step 
highlights four predictors namely, 'organizational identification' as a whole, 
'organizational prestige', 'transparency', 'organizational belongingness' and 'self-
concept' variables emerged as significant predictors of 'organizational commitment'. 
The beta values of all five predictors are p = .732, p = -.359, P = -.285, p = .325 and p 
= .165. The contributions of 'organizational prestige' and 'transparency' are found 
negatively related to 'organizational commitment'. These all five significant 
predictors are found significant beyond .05 level of confidence. 
Comparing the findings of 'Associate Professors' with 'Assistant Professors', 
it is clear that the significant predictors of two different categories of teachers are 
entirely different. It may be because of the fact that increasing job tenure combined 
with perception of professional growth of individuals change and because of this 
reason it seems that the factors which were considered to be important for 'Assistant 
Professors' except 'organizational prestige' have loosen their strength in case of 
'Associate Professors'. 
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In view of the above findings, it is to say that 'organizational identification' 
seems to be an inherent factor of commitment which is very much obtained here in 
case of 'Associate Professors'. So far as, 'organizational prestige' and 'transparency' 
are concerned, these two are found negatively related to 'organizational commitment' 
for the reason that 'organizational prestige' attracts the attention of qualified persons 
and moreover, expectations of others usually become very high so they feel threat of 
being exposed, hence, 'organizational prestige' some time work negatively for 
providing higher commitment. 
The negative relation of 'transparency' to 'organizational commitment' seems 
to have the same feeling as most of the teaching faculty only need promotion to the 
higher ladder irrespective of any consideration of any professional proficiency. 
Moreover, 'organizational belongingness' provides the feeling of attachment which is 
one way or the other is highly synonym to the phenomenon of 'organizational 
identification', hence, it also works as the phenomenon same to 'organizational 
identification'. Other then the factors stated above, 'self-concept' is also witnessed 
significantly contributing to 'organizational conimitment'. 'Self-concept' is a very 
important phenomenon which is considered to be the key of successes in all 
vocational situations and conditions, therefore, for the group of 'Associate 
Professors', it also found to contribute for their 'organizational commitment' as they 
know well that how to achieve success in influencing students as well as manipulating 
for their professional growth to the position of Professor. 
In a nutshell, it is to say without any reservation that the sub-group of 
'Associate Professors', the above significant predictors have their relevance for 
effective commitment leading to provide opportunities of promotion to next and the 
134 
last hierarchy of Professorship. As 'autonomy' and 'organizational commitment' are 
concerned, study conducted by Smeenk, Eisinga Teelken and Dooewaard (2006) 
found that levels of autonomy significantly affect employees' organizational 
commitment. For transparency, study carried out by Folger and Konovsky (1989) and 
Nammi imd Nezhad (2009) stated that commitment is more closely related to 
perceptions of fair treatment. With regard to 'organizational prestige', study 
conducted by Carmeli, Gilat, and Weisberg, (2006) to examine the influence of 
organization's prestige (i.e. perceived external prestige) regarding organizational 
members' cognitive identification and affective commitment, the results show that 
perceived external prestige is found positively related to member's cognitive 
identification, which, in turn, results in enhanced affective (love and joy) 
commitment. 
The Tables also provide information regarding the significant predictors of 
'organizational commitment' for the sample group of 'Professors' hence, three 
predictor variables namely, 'organizational identification', 'self-concept' and 
'promotional opportunity' came out as significant predictors. The beta value of these 
are P = .939, P - .208 and P = -.466 which are shown at Step-3 under the column beta 
(Table-4.11b). 
These significant predictors of 'organizational commitment' for the sub-
sample group of 'Professors' seems logical in a sense that they are found committed 
to their organization because of the greater 'organizational identification' and real 
'self-concept'. People having real 'self-concept' have the mastery to influence the 
environment according to their own needs and desire. The position of Professor being 
the highest rank in the cadre enjoys privilege and autonomy of high order. Moreover, 
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'promotional opportunities' having negative impact on 'organizational commitment' 
provides the picture of a very interesting human psyche that 'once a passenger after a 
lot of request boarded the highly crowded train and immediately thereafter he insists 
for no room for any other requesting to board in the compartment'. Similarly, the 
teacher having reached to the position of Professor usually say no to other to enjoy the 
benefits of professorship, hence, the perception of Professor is usually negative for 
others hence, it is negatively contributing to 'organizational commitment'. Contrary to 
our study, Welsch and LaVan (1981) and Meyer and Allen (1991) found 'promotional 
opportunities' positively related to 'organizational commitment', therefore, our 
finding seems to be exceptional because of our peculiar psyche. 
Having discussed the predictive influence of numerous predictors on 
'organizational commitment', now onward deliberation will follow the same pattern 
as have already been adopted earlier, therefore, the discussion will follow separately 
for different dimensions of criterion variables related to 'organizational commitment'. 
Ta,ble-4.12 to Table-4.12(b) indicate the significant predictor of 'affective 
commitment' for the sub-sample groups of 'Assistant Professors', 'Associate 
Professors' and 'Professors'. It is witnessed fi'om Table-4.12(a) and fi'om Table-
4.12(b) that 'Assistant Professors' only one variable viz., 'organizational prestige' (R 
= .131) emerged as significant predictor of 'affective commitment'. 'Associate 
Professors' have shown 'organizational belongingness', 'autonomy in organization' 
and 'promotional opportunity' as significant predictors (R^= .137) for their 'affective 
commitment'. Similar to 'Assistant Professors', in case of 'Professors' 'organizational 
prestige' (R^ = .061) also emerged as significant predictor of 'affective commitment'. 
The beta value of 'organizational prestige'—a significant predictor for the group of 
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'Assistant Professor' is .376 as shown in column beta. For the sub-group of 
'Associate Professors' the P-value of 'organizational belongingness' is .425, 
'autonomy in organization' -.430 and 'promotional opportunity' .224, as it evident at 
step-3 of beta column and all these contribution are significant beyond .05 level of 
confidence. For the sub-group of 'Professors' the (3 value of 'organizational prestige' 
is .269 which is also significant at .01 level of confidence. 
Table-4.12: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Affective Commitment among Sub-Sample Groups of University 
Teachers 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
2 
3 
1 
R 
.376(a) 
.264(b) 
.358(c) 
.398(d) 
.269(a) 
R Square 
.141 
.070 
.128 
.158 
.072 
Adjusted R 
Square 
.131 
.062 
.114 
.137 
.061 
Std. Error of the 
Estimate 
3.715 
4.345 
4.224 
4,168 
3.691 
a Predictors: (Constant), Organizational Prestige 
b Predictors: (Constant), Organizational Belongingness 
c Predictors: (Constant), Organizational Belongingness, Autonomy in Organization 
d Predictors: (Constant), Organizational Belongingness, Autonomy in Organization, Promotional 
Opportunity 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
2 
3 
1 
Table-4.12(a): A^ 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
186.473 
1131.943 
1318.417 
171.410 
2284.753 
2456.163 
315.173 
2140.989 
2456.163 
388.861 
2067.302 
2456.163 
83.045 
1062.505 
1145.550 
fOVA 
df 
1 
82 
83 
1 
121 
122 
2 
120 
122 
3 
119 
122 
1 
78 
79 
Mean 
Square 
186.473 
13.804 
171.410 
18.882 
157.587 
17.842 
129.620 
17.372 
83.045 
13.622 
F 
13.50 
8 
9.078 
8.833 
7.461 
6.096 
Sig. 
.000(a) 
.003(b) 
.000(c) 
.000(d) 
.016(a) 
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Table-4.12(b): Coefficients 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-1 
Step-2 
Step-3 
Step-1 
Predictors 
(Constant) 
Organizational 
Prestige 
(Constant) 
Organizational 
Belongingness 
(Constant) 
Organizational 
Belongingness 
Autonomy in 
Organization 
(Constant) 
Organizational 
Belongingness 
Autonomy in 
Organization 
Promotional 
Opportunity 
(Constant) 
Organizational 
Prestige 
Unstandardized 
Coefficients 
B 
17.140 
.457 
20.218 
.279 
21.740 
.484 
-.313 
20.541 
.449 
-.433 
.240 
20.893 
.259 
Std. 
Error 
2.288 
.124 
1.559 
.093 
1.607 
.115 
.110 
1.689 
.115 
.123 
.116 
1.881 
.105 
Standardized 
Coefficients 
Beta 
.376 
.264 
.458 
-.310 
.425 
-.430 
.224 
.269 
t 
7.490 
3.675 
12.97 
0 
3.013 
13.52 
6 
4.194 
-2.839 
12.15 
9 
3.899 
-3.509 
2.060 
11.10 
6 
2.469 
Sig. 
.000 
.000 
.000 
.003 
.000 
.000 
.005 
.000 
.000 
.001 
.042 
.000 
.016 
Criterion Variable: Affective Commitment 
So far as findings pertaining to 'Assistant Professors' and 'Professors' are 
concerned, it is witnessed tliat both the groups have only one significant predictor for 
'affective commitment' that is 'organizational prestige'. It shows that for both the 
extreme sub-group i.e., the beginning level and the last strata of the profession are 
only concerned to the prestige they perceive for the organization, hence, it leads to 
strengthen their 'affective commitment' with their organization. Contrary to these 
sub-group5i, the positions of 'Associate Professors' have different significant predictor 
where 'organizational prestige' has no place to significantly predict 'affective 
commitment'. The group of 'Associate Professors' has the highest sense of 
belongingness, they need autonomy and need for promotional opportunity if these are 
found then it's most likely that there will be high 'affective commitment'. 
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In a nutshell, more precisely it may be said that the predictor variable 
'organizational prestige' is more important for 'Assistant Professors' and 'Professors' 
but this predictor variable has no effect in enhancing 'affective commitment' for sub-
group of 'Associate Professors'. It shows that initial and the end stage of teaching 
hierarchies seem similar but a lot of factors become dynamic at the middle level of 
teaching hierarchy for influencing their ('Associate Professors') 'affective 
commitment'. 
Tlie other dimension of criterion variable is that of 'continuance commitment'. 
Table-4.13(a) shows that the sub-groups of 'Assistant professors' and 'Associate 
Professors' have only one significant predictor variable viz., 'organizational 
identification' whereas, for the sub-group of 'Professors' three significant predictors 
namely, 'transparency', 'self-concept', and 'organizational belongingness' emerged to 
effect their 'continuance commitment'. Predictors of 'Assistant Professors', 
'Associate Professor' and 'Professor' shows 44.4% (R^ = .444), 26.8% (R^ = .268) 
and 27.7% (R ^ .277) of variance in continuance commitment respectively, as their 
obtained F value ranging from F= 11.111 to F= 67.308 are all found significant far 
beyond .01 level of confidence. 
TabIe-4.13: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Continuance Commitment among Sub-Sample Group of University 
Teachers 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
1 
2 
3 
R 
.671(8) 
.524(a) 
.434(b) 
.515(c) 
.552(d) 
R Square 
.451 
.274 
.188 
.265 
.305 
Adjusted R 
Square 
.444 
.268 
.178 
.246 
.277 
Std. Error of the 
Estimate 
4.587 
6.097 
5.739 
5.495 
5.381 
a Predictors: (Constant), Organizational Identification 
b Predictors;: (Constant), Transparency 
c Predictors: (Constant), Transparency, Self-concept 
d Predictors: (Constant), Transparency, Self-concept, Organizational Belongingness 
139 
Table-4.13(a): ANOVA 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1415.952 
1725.036 
3140.988 
1700.709 
4497.990 
6198.699 
596.330 
2569.357 
3165.688 
840.407 
2325.280 
3165.688 
965.127 
2200.560 
3165.688 
df 
1 
82 
83 
1 
121 
122 
1 
78 
79 
2 
77 
79 
3 
76 
79 
Mean 
Square 
1415.952 
21.037 
1700.709 
37.173 
596.330 
32.940 
420.204 
30.198 
321.709 
28.955 
F 
67.308 
45.751 
18.103 
13.915 
11.111 
Sig. 
.000(a) 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
Table-4.13(b): Coefficients 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-1 
Step-1 
Step-2 
Step-3 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
(Constant) 
Transparency 
(Constant) 
Transparency 
Self-concept 
(Constant) 
Transparency 
Self-concept 
Organizational 
Belongingness 
Unstandardlzed 
Coefficients 
B 
7.103 
.161 
4.227 
.171 
15.397 
.630 
5.825 
.640 
.265 
3.218 
.462 
.260 
.306 
Std. 
Error 
2.256 
.020 
2.754 
.025 
2.024 
.148 
3.885 
.142 
.093 
4.006 
.163 
.091 
.147 
Standardized 
Coefficients 
Beta 
.671 
.524 
.434 
.441 
.278 
.319 
.273 
.233 
t 
3.148 
8.204 
1.535 
6.764 
7.609 
4.255 
1.500 
4.512 
2.843 
.803 
2.837 
2.853 
2.075 
Sig. 
.002 
.000 
.127 
.000 
.000 
.000 
.138 
.000 
.006 
.424 
.006 
.006 
.041 
Criterion Variable: Continuance Commitment 
In the further step of analyses Table 4.13(b) of coefficients reveals the P value 
of significant 'organizational identification' for the sub-category of 'Assistant 
Professors' is .671 to 'continuance commitment', whereas for the sub-group of 
'Associate Professor' 'organizational identification' P = .524 which are clearly shown 
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under the column beta. So far as the category of 'Professors' is concerned it is clear 
under beta column of Step-3 that 'transparency' p = .319, 'self-concept' .273 and 
'organizational belongingness' .233 and their contribution are significant beyond .05 
level. 
It is interesting to note here that the sub-group of 'Assistant' and 'Associate' 
Professors has similar significant predictor viz., 'organizational identification' for 
their 'continuance commitment'. It seems logical to say that as long as 'organizational 
identification' persists, it may help the employees to show 'continuance commitment' 
but if they lose their 'organizational identification' it may inversely effect 
'continuance commitment' either in the form of absenteeism or sw i^tching-over to job 
in other different organizations. A look over the factors which emerge as significant 
predictors for the group of 'Professors', it seems that to the extent there is a 
'transparency' in organizational functioning, their positive 'self-concept' and 
'organizational belongingness' exist that may lead to continue in the same 
organization, whereas, weakening of these predictor variables may lead to search for 
better opportunities other then continuing in the same organization. It is witnessed 
that usually Professors are not concerned in continuing in their profession very 
honestly rather than usually taking-up other outside assignments where they feel 
elevated and enjoy. 
The; last dimension of 'organizational commitment' is of 'normative 
commitment'. Table-4.14 to Table-4.14(b) indicates significant predictors from 
amongst numerous predictors across various hierarchy levels of teaching profession. 
In Table-4.14, 'organizational prestige', 'autonomy in organization' and 'employee-
centered management' show 52% (R^ = .520) of variance in 'normative commitment' 
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for the sub-sample group of 'Assistant Professor'. It is evident from Table 4.14(a) of 
ANOVA that all three variables are found significant predictors of 'normative 
commitment' for the sample group of 'Assistant Professors'. Table-4.14(b) of 
coefficients in its Step-3 under column beta highlights the relative contribution of 
these variables to 'normative commitment'. The beta values of 'organizational 
prestige', 'autonomy in organization' and 'employee centered management' are .534, 
.488 and -.259 respectively. The beta values are found significant. 
The findings for the sub-group of'Assistant Professors' shows 'organizational 
prestige' and 'autonomy in organization' as having positive significant influence in 
determining 'normative commitment'. It is indeed, true, that both the factors are 
important for the sub-group of 'Assistant Professors' as 'organizational prestige' 
boost-up their morale and autonomy that provide them freedom to use their own 
teaching method and to utilize their creative talents for improving knowledge, 
delivering lectures and to create conducive teaching climate. Contrary to these, 
'employee-centered management' has been found negatively contributing to 
'normative commitment'. It may be because of the fact that 'employee-centered 
management' as a function of non-interfering leadership behaviour may be 
experienced as dissatisfying state of affair which may become instrumental to 
negatively influencing 'normative commitment'. The overall picture reflects here that 
each employee, especially at the level of Assistant Professor needs some guardianship 
in the fonn of supervision to enhance for continuing 'normative commitment'. It is 
imperative to mention here that by nature men are lethargic and they do not want to 
work unless and until they are forced to work. This general assumption about men is 
generally applicable for the lower cadre of the employees but it may inherently been 
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witnessed among all across the various hierarchical levels unless there is a personal 
motive beyond their normal motivation. 
Table-4.14: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Normative Commitment among Sub-Sample Groups of University 
Teachers 
Sub-sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
3 
1 
2 
3 
1 
R 
.674(a) 
.717(b) 
.733(c) 
.531(d) 
.598(e) 
.622(f) 
•592(g) 
R Square 
.454 
.514 
.537 
.282 
.358 
.387 
.350 
Adjusted R 
Square 
.447 
.502 
.520 
.276 
.347 
.371 
.342 
Std. Error of 
the Estimate 
4.461 
4.235 
4.159 
5.503 
5.226 
5.129 
3.714 
a Predictors: (Constant), Organizational Prestige 
b Predictors: (Constant), Organizational Prestige, Autonomy in Organization 
c Predictors: (Constant), Organizational Prestige, Autonomy in Organization, Employee-Centered Management 
d Predictors: (Constant), Organizational Identification 
e Predictors; (Constant), Organizational Identification, Transparency 
f Predictors: (Constant), Organizational Identification, Transparency, Organizational Prestige 
g Predictors: (Constant), Organizational Belongingness 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
2 
3 
1 
2 
3 
1 
Table-4.14(a] 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1357.192 
1631.511 
2988.702 
1536.137 
1452.565 
2988.702 
1604.788 
1383.914 
2988.702 
1440.395 
3663.751 
5104.146 
1826.803 
3277.344 
5104.146 
1973.114 
3131.032 
5104.146 
579.155 
1075.832 
1654.988 
:ANOVA 
df 
1 
82 
83 
2 
81 
83 
3 
80 
83 
1 
121 
122 
2 
120 
122 
3 
119 
122 
1 
78 
79 
Mean Square 
1357.192 
19.896 
768.069 
17.933 
534.929 
17.299 
1440.395 
30.279 
913.401 
27.311 
657.705 
26.311 
579.155 
13.793 
F 
68.213 
42.830 
30.923 
47.571 
33.444 
24.997 
41.990 
Sig. 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
.000(e) 
.000(f) 
.000(9) 
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Table-4.14(b): Coefficients 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-3 
Step-1 
Step-2 
Step-3 
Step-1 
Predictors 
(Constant) 
Organizational Prestige 
(Constant) 
Organizational Prestige 
Autonomy in Organization 
(Constant) 
Organizational Prestige 
Autonomy in Organization 
Employee-Centered 
Management 
(Constant) 
Organizational 
identification 
(Constant) 
Organizational 
Identification 
Transparency 
(Constant) 
Organizational Prestige 
Organizational 
Identification 
Transparency 
(Constant) 
Organizational 
Belongingness 
Unstandardized 
Coefficients 
B 
7.444 
1.234 
5.777 
.903 
.469 
5.394 
.978 
.751 
-.360 
9.934 
.157 
10.131 
.232 
-.593 
12.729 
-.434 
.301 
-.763 
20.087 
.561 
Std. 
Error 
2.747 
.149 
2.661 
.176 
.148 
2.621 
.177 
.203 
.181 
2.486 
.023 
2.361 
.029 
.158 
2.566 
.184 
.041 
.171 
1.494 
.087 
Standardized 
Coefficients 
Beta 
.674 
.493 
.304 
.534 
.488 
-.259 
.531 
.785 
-.374 
-.247 
.282 
-.482 
.592 
t 
2.710 
8.259 
2.171 
5.120 
3.159 
2.058 
5.517 
3.694 
-1.992 
3.997 
6.897 
4.291 
7.889 
-3.761 
4.960 
-2.358 
7.319 
-4.470 
13.444 
6.480 
Sig. 
.008 
.000 
.033 
.000 
.002 
.043 
.000 
.000 
.050 
.000 
.000 
.000 
.000 
.000 
.000 
.020 
.000 
.000 
.000 
.000 
Criterion Variable: Nomriative Commitment 
For 'Associate Professors', Table-4.14 shows variance of 37.1% in 'normative 
commitment' which were accounted by 'organizational prestige', 'organizational 
identification', and 'transparency'. Table 4.14(a) highlights that in case of 'Associate 
Professors' all three factors have significant predictive influence on 'normative 
commitment'. To this concern, Table 4.14(b) of coefficients at its step-3 under 
column beta indicate the beta values of 'organizational prestige' p = -.247 whereas 
'transparency' p = -.482 and 'organizational identification' p = .282 to 'normative 
commitment'. The finding seems to be very rare as these are not following the general 
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pattern of the relationship with 'normative commitment'. It loolcs that 'organizational 
prestige' and 'transparency' which have already been witnessed to have negative 
influence earlier (Table-4.11b) on 'organizational commitment', similarly, found to 
have influ(;nced 'normative commitment' here, the explanation to these are almost in 
the same line which have already been given the context of these variable earlier 
while explaining the results under Table 4.11(b). But to our satisfaction it is to say 
without reservation that once the promotions are enjoyed by the people to become 
Associate Professor then immediately thereafter, they have their strong aspiration and 
motive to Ijecome Professor even by hook and crook, hence, 'organizational prestige' 
and 'transparency' in organization lose their strength. 'Organizational identification' 
in such case has to contribute almost 28% to normative commitment. In this regard, it 
is necessary to mention that 'organizational identification' is the hallmark of 
commitment, therefore, the highest degree of 'organizational identification' does not 
required aay support of any work related experience to contribute 'normative 
commitment' of employees at work, especially for the group of'Associate Professors' 
here. 
Table-4.14 to Table-4.14(b) also highlights that in case of 'Professors' only 
one variable emerged as significant predictor of 'normative commitment'. This single 
factor is that of 'organizational belongingness' which shows 34.2% (R^ = .342) of 
variance in 'normative commitment'. It is evident from beta column that the p-value 
of it is .592 to 'normative commitment' given in Table-4.14(b). Hence, for 
'Professors' the sense of 'organizational belongingness' seems to be an important 
factor which emerged here as significant predictor to enhance 'normative 
commitment'. At this juncture nothing to deliberate on the importance of 
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'organizational belongingness' but it is to say that when there is a sense of 
'organizational belongingness', 'normative commitment' prevails. 
Having deliberated on the significant predictors of 'organizational 
commitment' and its three facets, now onward deliberation is related to 'job 
satisfaction' and its various dimensions as it is another criterion variable which was 
taken for empirical investigation. As have already been done earlier, the description 
and discussion of results will follow in the same pattern for describing and discussing 
the predictor of 'job satisfaction' and thereafter, its numerous dimensions namely 
satisfaction with 'security need', 'social need', 'esteem need',' need for autonomy' 
and 'self actualization need'. 
In the first instance, the Table from 4.15 to 4.15(b) has been taken which 
highlight the significant predictors of 'job satisfaction'-- as a whole for the different 
hieraixhies of teaching profession. Table-4.15 presents model summary which shows 
that for the group of 'Assistant Professors' two predictor variables namely, 
'organizational identification' and 'supervisor}' behaviour' account for 47.6% of 
variance (R"^  = .476) in 'job satisfaction' as their F values ranging from F = 38.698 to 
F== 64.673 in Table-4.15(a) of ANOVA are statistically found significant far beyond 
.01 level of confidence. The same Table-4.15(a) of ANOVA mentions that only one 
variable that is 'organizational identification' account 18.8% (R^ = .188) of variance 
in 'job satisfaction' for the group of 'Associate Professors'. In case of 'Professors', 
'supervisory behaviour' and 'transparency' found to account 33.8% (R = .338) of 
variance in 'job satisfaction'. The F values of all above significant predictors are 
found significant beyond .01 level of confidence. 
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Table-4.15: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Job Satisfaction among Sub-Sample Groups of University Teachers 
Sub-sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
1 
1 
2 
R 
.664(a) 
.699(b) 
.441(a) 
.555(0) 
.595(d) 
R Square 
.441 
.489 
.195 
.308 
.355 
Adjusted R 
Square 
.434 
.476 
.188 
.299 
.338 
Std. Error of the Estimate 
9.12054 
8.77656 
9.20459 
7.71040 
7.49624 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Supervisory Behaviour 
c Predictors: (Constant), Supervisory Behaviour 
d Predictors: (Constant), Supervisory Behaviour, Transparency 
Sub-sample 
Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
1 
1 
2 
Table-4.j 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
15(a): ANOVA 
Sum of 
Squares 
5379,787 
6821.106 
12200.893 
5961.622 
6239.271 
12200.893 
2478.023 
10251.6.52 
12729.675 
2066.266 
4637.121 
6703.388 
2376.477 
4326.910 
6703.388 
df 
1 
82 
83 
2 
81 
83 
1 
12 
1 
12 
2 
1 
78 
79 
2 
77 
79 
Mean Square 
5379.787 
83.184 
2980.811 
77.028 
2478.023 
84.724 
2066.266 
59.450 
1188.239 
56.194 
F 
64.673 
38.698 
29.248 
34.756 
21.145 
SIg. 
.000(a) 
.000(b) 
.000(a) 
.000(c) 
.000(d) 
Table-4.15(b): Coefficients 
Sub-sample 
Groups 
Assistant 
Professon; 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-1 
Step-1 
Step-2 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Supervisory Behaviour 
(Constant) 
Organizational 
Identification 
(Constant) 
Supervisory Behaviour 
(Constant) 
Supervisory Behaviour 
Transparency 
Unstandardlzed 
Coefficients 
B 
23.279 
.313 
21.849 
.178 
1.084 
35.227 
.206 
38.923 
1.347 
37.125 
.961 
.565 
Std. 
Error 
4.487 
.039 
4.349 
.062 
.395 
4.158 
.038 
3.384 
.228 
3.377 
.276 
.240 
Standardized 
Coefficients 
Beta 
.664 
.377 
.361 
.441 
.555 
.396 
.268 
t 
5.188 
8.042 
5.024 
2.869 
2.748 
8.473 
5.408 
11.503 
5.895 
10.992 
3.479 
2.350 
Sig. 
.000 
.000 
.000 
.005 
.007 
.000 
.000 
.000 
.000 
.000 
.001 
.021 
Criterion Variable: Job Satisfaction 
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After discussing ANOVA, multiple regression analysis in its fiirther process in 
analyzing the data presents coefficients which are giving in Table-4.15(b). In this 
table the relative contribution of each predictor variables have been given. In case of 
'Assistant Professors', it is clearly mention at Step-2 under the column beta, the P-
value of 'organizational identification' is .377 whereas for 'supervisory behaviour' P= 
.361. The contributions of these two are also found significant at .01 levels, which 
indicate that 'organizational identification' and 'supervisory behaviour' are important 
for enhancing and experiencing 'job satisfaction' of 'Assistant Professors'. It seems 
true and hias already been mention earlier that 'organizational identification' is an 
inherent characteristics of 'organizational commitment' which is found here to that it 
leads to positively influenced 'job satisfaction' of the group of'Assistant Professors'. 
Another significant predictor namely, 'supervisory behaviour' is also found positively 
related to 'job satisfaction'. In this regard, it can. be said that 'supervisory behaviour' 
is so strong in its effect for generating positive work related behaviour where 'job 
satisfaction' has primary importance. It can be witnessed firom the history of industrial 
psychology that since mid 1920's with work of Mayo, 'supervisory behaviour' had 
become of utmost importance, hence, Mayo's finding changed the entire orientation 
from management-oriented approach to employee-oriented approach and since then 
this aspect increasingly occupying the importance in the world of work. Therefore, the 
present m o^dem age is given much more significance to have participative style of 
management beyond only democratic style of functioning. It also seems necessary to 
mention that human being by nature wants liberty and autonomy, hence, the same is 
witnessed here in case of 'job satisfaction' which is found to be the function of 
'supervisory behaviour'. 
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The group of 'Associate Professors' is found to experience 'job satisfaction' 
as a function of 'organizational identification'. The column beta, showed p-value of 
'organizational identification' is .441. In this case, nothing is required to say for its 
explanation as time and again, it has been mentioned that it is an inherent 
characteristics and integral part of'job satisfaction'. 
For the group of 'Professors', it is evident from Table-4.15(b) at Step-2 that 
'supervisory behaviour' and 'transparency' are significant predictors of 'job 
satisfaction' and these two predictor variables contribute relatively to 'job 
satisfaction' are P = .396 and P = .268 respectively as given in beta column of 
coefficients. It seems nothing to say with regard to the predictive influence of 
'supervisory behaviour' in experiencing 'job satisfaction' but a clarification is 
definitely required at this juncture that a Professor does not mean that he/she does not 
have supervisor. In merit-promotion-schemes, there are ample opportunities for 
'Associate Professor' to become 'Professor', hence, all departments have more than 
one 'Professors' and among all only one enjoys the rank of Chairmanship which is too 
in rotation for three years. However, 'Professors' also have bosses or heads over them 
to supervise their behaviour in discharging the responsibilities of teaching, research 
and administrative work which they are given or assigned. Moreover, beyond all 
these, there are heads like Dean of the faculty and the Vice-chancellor of a University. 
'Transparency' also emerged as another significant predictor of 'job 
satisfaction' after 'supervisory behaviour' that enhances 'job satisfaction' which is 
evident from beta column. In case of 'Professors', 'transparency' also plays 
significant role to provide the experience of 'job satisfaction'. 'Transparency' means 
that all academics are treated equally without any biases and equal opportunity be 
149 
provided to all to enjoy at work place. Such conditions definitely generate positive 
work culture where everyone may feel satisfied. 
Now, onward description and discussion of results will pertain to various 
dimensions of'job satisfaction'. Therefore, the first dimensions of'job satisfaction' is 
satisfaction with 'security need' which is statistically found to be significantly 
predicted by only single criterion variable among all the three categories of 
academics. These findings are evident in the Tables fi'om 4.16 to 4.16(b). Table-4.16 
in case of 'Assistant Professors' 'supervisory behaviour' emerged as significant 
predictor and shows 25.8% (R = .258) of variance in satisfaction with 'security 
need', for the group of 'Associate Professors', 'organization identification' was found 
significant predictor and shows 9% of variance (R^ = .090) and in the category of 
'Professors' 'supervisory behaviour' stand out to be the significant predictor similar 
to that of 'Assistant Professors' that shows 13.8% (R^ = .138) of variance. Table-
4.16(a) of ANOVA indicates that all variance are found significant. SMRA in its 
further analysis revealed in the Table-4.16(b) of coefficients that indicate the beta 
value of 'supervisory behaviour' is .517 in the satisfaction of 'security need' for the 
group of 'Assistant Professors'. In the category of 'Associate Professors' 
'organizational identification' p = .313 whereas 'supervisory behaviour' for the group 
of 'Professors' P = .386. All the above relative contribution of various academics 
hierarchies have been given in the column beta and all these are found to have 
positive influence with 'security need' and are significant beyond .01 level of 
confidence. 
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TabIe-4.16: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Security Need among Sub-Sample Groups of University 
Teachers 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
1 
R 
.517(3) 
.313(b) 
.386(3) 
R Square 
.267 
.098 
.149 
Adjusted R 
Square 
.258 
.090 
.138 
Std. Error of the 
Estimate 
2.596 
2.636 
1.999 
a Predictors: (Constant), Supervisory Behaviour 
b Predictors: (Constant), Organizational Identification 
Table-4.16(a): ANOVA 
Sub- sample 
Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
1 
1 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
201.538 
552.700 
754.238 
91.194 
840.822 
932.016 
54.638 
311.750 
366.387 
df 
1 
82 
83 
1 
121 
122 
1 
78 
79 
Mean 
Square 
201.538 
6,740 
91.194 
6.949 
54.638 
3.997 
F 
29.901 
13.123 
13.670 
Sig. 
.000(a) 
.000(b) 
.000(a) 
Table-4.16(b): Coefficients 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-1 
Step-1 
Predictors 
(Constant) 
Supervisory 
Behaviour 
(Constant) 
Organizational 
identification 
(Constant) 
Supervisory 
Behaviour 
Unstandardized 
Coefficients 
B 
5.807 
.386 
7.684 
.040 
9.151 
.219 
Std. 
Error 
1.121 
.071 
1.191 
.011 
.877 
.059 
Standardized 
Coefficients 
Beta 
.517 
.313 
.386 
t 
5.180 
5.468 
6.453 
3.623 
10.430 
3.697 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
Criterion Variable: Security Need 
A bird's eye over the findings given in the tables, Table-4.16(a) and Table-
4.16(b) revealed to the fact that 'supervisory behaviour' is important for both 
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Assistant Professor and Professor so far as their sense of satisfaction with 'security 
need' is concerned. It seems because of the fact that since 'Assistant Professors', are 
at the initial level of their profession, so 'supervisory behaviour' has a lot of meaning 
to them as usually people at the initial stage have a lot of expectations from their 
supervisors, especially in teaching profession where the boss is one who leads or 
heads the department. Hence, to what extant head/chairman of the department is 
happy with the teacher, especially at the initial level determine their professional 
growth. This is the reason why, behaviour of head of the department plays a pivotal 
role in determining the fulfillment of 'security need' interms of 'job security' as well 
as in career progression. 
The; same predictor variable viz., 'supervisory behaviour' found significant 
predictor in case of 'Professors'. It is indeed, true that Professors also expect goody-
goody relation with their head of the department as there is always threat for everyone 
of being humiliated or insulted by their own head and/or peer groups member, hence, 
even Professors also desire to have better and positive supervisory style which may 
help them to continue in the same profession with satisfaction that ultimately provide 
the sense of ftilfillment of'security need'. 
Apart from the above two extreme group, the sub-group of 'Associate 
Professors',, 'organizational identification' came out to be the significant predictor for 
fulfillment of the 'security need'. It has already been mentioned earlier that 
'organizational identification' is an important and inherent force to determine 
'organizational commitment' or 'satisfaction' with various needs. The category of 
'Associate Professors' is a middle level position from whom a lot of expectations are 
there. Usually, 'Associate Professors' show their high commitment at work through 
identifying themselves with the institution or department which may become 
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instrumental for professional growth to the level of Professor. It is imperative to 
mention at this point that nothing is expected in the form of publications, supervising 
student leading to M. Phil and Ph. D. degrees and project work from 'Assistant 
Professors' at the time of induction level, as well as for awarding promotion to the 
level of i'^ ssociate Professorship. The same is true for 'Professors' who are already 
achieve llie highest position and beyond that nothing is either expected or desired for 
further growth in their professional life career of teaching and research and what they 
desire beyond professorship is usually political appointments in nature. 
However, middle position of 'Associate Professors' is required to do a lot of 
work to show their academic and administrative dynamism which is very much 
required under the rules of 6* pay commission. Therefore, those who have to acquire 
career growth from 'Associate Professors' to 'Professors' have to do lot of work 
related to both administrative and academic because these will determine their secure 
path in career progression. 
Another criterion variable is that of satisfaction with 'social need' and its 
significant predictors have been highlighted in the Table from 4.17 to 4.17(b). It is 
witnessed .from the Table-4.17 to 4.17(a) that tvra predictors namely, 'organizational 
identification' and 'organizational belongingness' stand out to be the significant 
predictors of having 34.2% (R = .342) of variance in satisfaction with the 'social 
need' by the group of 'Assistant Professors' as their F value F = 36.413 and F = 
22.615 respectively are found statistically significant beyond .01 level of confidence. 
It is also important to mention the beta values of these two significant predictors for 
having the experience of satisfaction of 'social need'. Table 4.17(b) of coefficients 
tmder Steps-2 in the column beta clearly emphasizes that 'organizational 
identification' P = .388 where as 'organizational belongingness' P = .280 m the 
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fulfillment of 'social need' for the group of 'Assistant Professors'. The quantum of 
contributions is positive and significant at .01 level of confidence. In this regard, it is 
to say as have already been emphasized time and again earlier that 'organizational 
identification' is an inherent characteristics of 'organizational commitment', hence, 
having th(; same impact on different dimension of 'job satisfaction', especially here in 
case of 'social need'. Secondly, another significant predictor viz., 'organizational 
belongingness' being very closed and similar to 'organizational identification' may 
have the similar explanation to exert significant influence on the satisfaction of'social 
need'. 
Table-4.17: 
Model Summary of Stepwise Multiple Regression Analysis Showing Predictive 
Influence of IVs on Social Need among Sub-Sample Group of University 
Teachers 
Sub-sarnple Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
1 
1 
R 
.555(a) 
.599(b) 
.326(c) 
.455(a) 
R Square 
.308 
.358 
.106 
.207 
Adjusted R 
Square 
.299 
.342 
.099 
.197 
Std. Error of 
the Estimate 
2.380 
2.306 
2.619 
2.307 
a Predictors: (Constant), Organizational Identification 
b Predictors: (Constant), Organizational Identification, Organizational Belongingness 
c Predidors: (Constant), Promotional Opportunity 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
2 
1 
1 
Table-4.17(a): A> 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
206.334 
464.655 
670.988 
240.425 
430,563 
670.988 
98.755 
829.749 
928.504 
108.484 
415.066 
523.550 
df 
1 
82 
83 
2 
81 
83 
1 
121 
122 
1 
78 
79 
fOVA 
Mean Square 
206.334 
5.667 
120.212 
5.316 
98.755 
6.857 
108.484 
5.321 
F 
36.413 
22.615 
14.401 
20.387 
Sig. 
.000(a) 
.000(b) 
.000(c) 
.000(a) 
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Similar to the position of 'Assistant Professors', in case of 'Professors' 
'organizational identification' alone emerged as significant predictor and shows 
19.7% (P." = .197) of variance in satisfaction with 'social need' as its F = 20.387 
given in Table-4.17(a) is found significant. Moreover, Table-4.17(b) of coefficients 
clearly highlights that the predictive influence of 'organizational identification' on 
'social neeid' as their beta value found to be P = .455, which has positive as well as 
significant at .01 levels. In this case, it is to emphasize that 'organizational 
identification' seems to be important which determine the experience of the 
fulfillment of 'social need'. It is a matter of fact that the fulfillment of 'social need' is 
important for all groups across hierarchies but here, in case of 'Professors' it is found 
to be the fimction of 'organizational identification'. 
Table-4.17(b): Coefficients 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-1 
Step-1 
Predictors 
(Constant) 
Organizational 
Identification 
(Constant) 
Organizational 
Identification 
Organizational 
Belongingness 
(Constant) 
Promotional 
Opportunity 
(Constant) 
Organizational 
Identification 
Unstandardized 
Coefficients 
B 
5.097 
.061 
2.937 
.043 
.242 
8.289 
.214 
6.767 
.046 
Std. 
Error 
1.171 
.010 
1.419 
.012 
.096 
.890 
.056 
1.117 
.010 
Standardized 
Coefficients 
Beta 
.555 
.388 
.280 
.326 
.455 
t 
4.353 
6.034 
2.069 
3.512 
2.532 
9.316 
3.795 
6.058 
4.515 
Sig. 
.000 
.000 
.042 
.001 
.013 
.000 
.000 
.000 
.000 
Criterion Variable: Social Need 
So far as the sub-group of 'Associate Professors' is concerned only one 
significant predictor namely 'promotional opportunity' is found instrumental to 
provide satisfaction with 'social need' and show 9.9% (R^ = .099) of significant 
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variance (Table-4.17 and 4.17a). Moreover, the predictive influence of this significant 
predictor is P = .325 given in beta column which has positive significant contribution 
as given in Table-4.17(b) of coefficient. It seems important to note here that for 
'Associate Professors', 'promotional opportunity' is so important that they always 
think of it and fore-see their satisfaction with 'social need' only after getting 
promotion to the position of Professor. Therefore, 'promotional opportunity' found 
stronger among 'Associate Professors' for deteirmining their satisfaction with 'social 
need'. Moreover, it is imperative to mention that once a teacher is reached to the 
higher ladder of academic profession viz.. Professor, they enjoy a lot their profession 
in terms of greater interaction in the form of membership of various academic bodies 
at both intra- and inter-university levels as well as, in the government bodies because 
the position of professor is perceived to determine academic excellence and expertise 
of the person. 
'Esteem need' is one of the important dimension that determines one 
satisfaction with job in a given organization/company where the job incumbent is 
working or discharging his/her responsibilities. Fulfillment and satisfaction of 'esteem 
need' is important at work place because no one wants to be humiliated, insulted at 
work but it is a natural phenomenon that every one want to be respected by everyone 
at both horizontal and vertical levels in the organization. However, there may be some 
of the important determinants which may become instrumental for providing 
experience for the fulfillment of satisfaction with 'esteem need'. Table-4.18 to Table-
4.18(b) provide the findings. Table-4.18 to Table-4.18(a) highlight that in case of 
'Assistant Professors', 'supervisory behaviour' and 'organizational prestige' emerged 
as significant predictors and have 41.7% of variance (R = .417) in the experience of 
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satisfaction with 'esteem need' as their F-value given in the table are significant far 
beyond .01 level of confidence. Similarly, in case of 'Associate Professors' and 
'Professors' one each variable namely, 'organizational identification' and 
'supervisory behaviour' respectively emerged as significant predictors. Both of these 
predictors show 17.1% ( r - .171) and 9.5% (R^ - .095) of variance in satisfaction 
with 'esteem need' as their F values are statistically found significant. 
Table-4.18(b) of coefficient provides the information about predictive 
influence of predictor variables. In case of 'Assistant Professors' the beta value of 
'supervisory behaviour' and 'organizational prestige' are .388 and .345 respectively 
which have positive significant predictive effect on the fulfillment of satisfaction with 
'esteem need'. In this regard, it can be said without any reservation that both 
'supervisory behaviour' and 'organizational prestige' are highly instrumental to 
boost-up one's satisfaction with 'esteem need' as goody-goody 'supervisory 
behaviour' at work place gives rise to the sense of being respected and moreover 
'organizational prestige' in itself boost-up one's moral and pride to be associated with 
such an organization which has its high prestige and social value in society, hence, it 
seems relevant here as Aligarh Muslim University being one of the central 
universities known for its excellence around the globe. 
Table-4.18: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Esteem Need among Sub-Sample Group of University Teachers. 
Sub- sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
1 
1 
R 
.597(8) 
.657(b) 
.422(0) 
.326(a) 
R Square 
Adjusted R 
Square 
.356 .348 
.431 
.178 
.106 
.417 
.171 
.095 
Std. Error of 
the Estimate 
2.469 
2.334 
2.321 
2.409 
a Predictors: (Constant), Supervisory Beliaviour 
b Predictors: (Constant), Supervisory Behaviour, Organizational Prestige 
0 Predictors: (Constant), Organizational Identification 
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Table-4.18(a): ANOVA 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professore 
Model 
1 
2 
1 
1 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
276.400 
499.838 
776.238 
334.935 
441.303 
776.238 
141.289 
652.077 
793.366 
53.766 
452.622 
506.388 
df 
1 
82 
83 
2 
81 
83 
1 
121 
122 
1 
78 
79 
Mean 
Square 
276.400 
6.096 
167.468 
5.448 
141.289 
5.389 
53.766 
5.803 
F 
45.344 
30.738 
26.218 
9.265 
Sig. 
.000(a) 
.000(b) 
.000(c) 
.003(a) 
Table-4.18(b): Coefficients 
Sub- sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-1 
Step-1 
Predictors 
(Constant) 
Supervisory 
Behaviour 
(Constant) 
Supervisory 
Behaviour 
Organizational 
Prestige 
(Constant) 
Organizational 
Identification 
(Constant) 
Supervisory 
Behaviour 
Unstandardlzed 
Coefficients 
B 
5.316 
.452 
1.920 
.294 
.322 
6.885 
.049 
9.176 
.217 
Std. Error 
1.066 
.067 
1.445 
.080 
.098 
1.049 
.010 
1.057 
.071 
Standardized 
Coefficients 
Beta 
.597 
.388 
.345 
.422 
.326 
t 
4.987 
6.734 
1.328 
3.694 
3.278 
6.566 
5.120 
8.680 
3.044 
Sig. 
.000 
.000 
.188 
.000 
.002 
.000 
.000 
.000 
.003 
Criterion Variable: Esteem Need 
Foi the sub-sample group of 'Associate Professors' 'organizational 
identification' is found significant predictor for the fulfillment of satisfaction with 
'esteem need', whereas 'supervisory behaviour' again emerged to be a significant 
predictor for the sub-sample group of 'Professors'. 
The analysis in its further step shows the beta value of these two variables 
namely, 'organizational identification' and 'supervisory behaviour' for the sub-group 
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of 'Associate Professors' and 'Professors' respectively. The beta value of 
'organizational identification' is .422 in case of 'Associate Professors' and 
'supervisory behaviour' P = .326 for 'Professors' to the satisfaction with 'esteem 
need'. It is a matter of observation that 'organizational identification' which emerged 
as lone significant predictor for the group of 'Associate Professors' is important for 
fulfilling the 'esteem need'. On the bases of finding, it seems true that 'organizational 
identification' leads to the satisfaction of 'esteem need', it is because of the fact that 
'organizational identification' is broad phenomenon which in itself contains number 
of facets like satisfaction, commitment and satisfaction with various needs, hence, it 
emerged as significant predictor of satisfaction of 'esteem need'. It can be fiirther 
stated that 'organizational identification' and fiilfillment of 'esteem need' are so much 
interdependent, therefore, these may be considered as complimentary to each other. 
For example, the sense of fulfillment of 'esteem need' may contribute to heighten the 
need of identification, whereas, 'organizational identification' in itself contains the 
sense of tin; fiilfillment of 'esteem need'. 
In case of 'Professor' 'supervisory behaviour' determines the satisfaction with 
'esteem need'. It has already been noted earlier that in the present academic scenario 
every department of studies have more than one Professor, hence, some Professor are 
always work under a professor head, therefore, everyone in rotation experience the 
privilege of being head that leads to one's sense of fulfillment of'esteem need' which 
is the case here. 
'Autonomy' is another important aspect at work place that may be determined 
by numerous factors. The findings based on the analysis of data which are given in 
tables from Table-4.19 to Table-4.19(b) show that one significant predictor each is 
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evident in case of 'Assistant Professors', 'Associate Professors' whereas two 
significant predictors are witnessed for the sub-sample group of 'Professors' of 
satisfaction with 'need for autonomy'. It is evident from Table-4.19 that 'employee-
centered management' emerged as significant predictor to give the sense of autonomy 
at work place and accounts for 41.2% (R = .412) of variance in 'need for autonomy' 
for the sub-sample group of 'Assistant Professors' as their F value F = 59.140 is 
found statistically significant beyond .01 level of confidence (Table-4.19a). 
Table-4.19;; 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Need for Autonomy among Sub-Sample Groups of University 
Teachers 
Sub- sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
1 
1 
2 
R 
.647(a) 
.413(b) 
.600(0) 
.666(d) 
R Square 
.419 
.170 
.360 
.444 
Adjusted R 
Square 
.412 
.163 
.352 
.429 
Std. Error of 
the Estimate 
2.019 
2.552 
2.185 
2.050 
a Predictors: (Constant), Employee-Centered Management 
b Predictors: (Constant), Supervisory Behaviour 
c Predictors: (Constant), Transparency 
d Predictors: (Constant), Transparency, Supervisory Behaviour 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
1 
1 
2 
Table-4.19(a): ANOVA 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
241.169 
334.390 
575.560 
161.683 
788.284 
949.967 
209.243 
372.307 
581.550 
258.063 
323.487 
581.550 
df 
1 
82 
83 
1 
121 
122 
1 
78 
79 
2 
77 
79 
Mean 
Square 
241.169 
4.078 
161.683 
6.515 
209.243 
4.773 
129.031 
4.201 
F 
59.140 
24.818 
43.837 
30.714 
SIg. 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
Similarly, for the group of 'Associate Professors' 'supervisory behaviour' 
account 16.3% (R^ = .163) of variance and emerged as significant predictor to give 
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rise the feeling of the ftilfillment of 'autonomy need' as its F value (F = 24.818) is 
also found significant, so far as sub-sample group of 'Professors' is concerned two 
variables namely, 'transparency' and 'supervisory behaviour' stand out and report 
42.9% (R'' = .429) of variance in the satisfaction with 'autonomy need' as their F 
values F == 43.837 and F = 30.714 respectively are found statistically significant 
beyond .01 level. 
Table-4.19(b): Coefficients 
Sub-
sample 
Groups 
Assistant 
Professors 
Associate 
Professon; 
Professors 
Model 
Step-1 
Step-1 
Step-1 
Step-2 
Predictors 
(Constant) 
Employee-
Centered 
Management 
(Constant) 
Supervisory 
Behaviour 
(Constant) 
Transparency 
(Constant) 
Supervisory 
Behaviour 
Transparency 
UnstandardJzed 
Coefficients 
B 
5.177 
.395 
6.812 
.295 
6.088 
.373 
4.128 
.257 
.240 
Std. Error 
.826 
.051 
.875 
.059 
.770 
.056 
.923 
.076 
.066 
Standardized 
Coefficients 
Beta 
.647 
.413 
.600 
.360 
.386 
t 
6.269 
7.690 
7.789 
4.982 
7.904 
6.621 
4.470 
3.409 
3.648 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
Criterion Variable: Need for Autonomy 
As it evident from Table-4.19(b) of coefficients that shows the predictive 
influence of all significant predictors on criterion variable. The beta value of 
'employee-centered management' is .647 in the satisfaction with 'autonomy need' to 
the group of 'Assistant Professors'. It seems logically true that 'employee-centered 
management' reflects more on democratic style and decentralization of work activities 
which has; the greater essence of autonomy and empowerment given to employees at 
their end. 
For the sub-sample group of 'Associate Professors' the beta value of 
'supervisory behaviour' found to be .413 as given in beta column (Table-4.19b). It is 
again to mention that 'supervisory behaviour' is one of the most important 
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phenomenon that determine the satisfaction with work related needs and in this case it 
is found to have significant influence for the fulfillment of satisfaction with 
'autonomy need'. In the present modem age, flexible supervisory style is considered 
to be the most be-fitting 'supervisory behaviour' to enhance performance through the 
fulfillment of various needs and aspirations. Hence, the finding seems to be very 
relevant. 
So far as, for the group of 'Professors', 'supervisory behaviour' and 
'transparency' having the beta value of these are .360 and .386 respectively are found 
positive and significant to predict the fulfillment of satisfaction with 'need for 
autonom}''. In this regard, the significance of 'supervisory behaviour' has already 
been discussed but 'transparency' needs to have its explanation. 'Transparency' at the 
work place refers to the clarity and opermess, especially with regard to the legitimate 
functional area which, in turn, provide the sense of autonomy at the work place, 
hence, it is foimd here too. 
The last criterion variable which determines the level of 'job satisfaction' is 
that of satisfaction wdth 'self actualization need'. It is evident fi-om Table-4.20 to 
4.20(b) that numerous factors have been found to emerged as significant predictors 
across various hierarchical levels of teachers to determine their fiilfillment of 
satisfaction with 'self actualization need'. Table-4.20 very clearly emphasized that in 
case of 'Assistant Professors' 'supervisory behaviour' and 'autonomy in organization' 
emerged as significant predictor and accounts for 46.2% (R = .462) of variance, 
whereas, in case of 'Associate Professors' 'employee-centered management' 11.7% 
(R^ = .117) and for 'Professors' 'transparency' shows 22.4% (R^ = .224) of variance 
in 'self actualization need' as their F values are found significant far beyond .01 level 
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of confidence (Table 4.20a). SMRA in its further analysis for describing coefficients 
(Table 4.20b) highlights the predictive efficacy of predictor variables on criterion 
variable. In case of 'Assistant Professors' beta value of 'supervisory behaviour' and 
'autonomy in organization' are .424 and .322 respectively (beta column), whereas, 
'employee-centered management' is .352 for the fulfillment of 'self actualization 
need' for the sub-sample group of 'Associate Professors', on the other hand in case of 
'Professors' 'transparency' is .483. It is imperative to mention that all contribution of 
significant predictor is positive as well as significant beyond .01 level of confidence. 
TabIe-4.20: 
Model Summary of Stepwise Multiple Regression Analysis Showing Significant 
Predictors of Self Actualization Need among Sub-Sample Groups of 
University Teachers 
Sub-sample Groups 
Assistant Professors 
Associate Professors 
Professors 
Model 
1 
2 
1 
1 
R 
.649(3) 
.689(b) 
.352(c) 
.483(d) 
R Square 
.422 
.475 
.124 
.234 
Adjusted R 
Square 
.415 
.462 
.117 
.224 
Std. Error of 
the Estimate 
2.078 
1.992 
2.258 
2.048 
a Predictors: (Constant), Supervisory Behaviour 
b Predictors: (Constant), Supervisory Behaviour, Autonomy in Organization 
c Predictors: (Constant), Employee-Centered Management 
d Predictors: (Constant), Transparency 
Table-4.20(a): ANOVA 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
1 
2 
1 
1 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
258.168 
354.153 
612.321 
290.831 
321.490 
612.321 
87.449 
616.811 
704.260 
99.712 
327.175 
426.888 
df 
1 
82 
83 
2 
81 
83 
1 
121 
122 
1 
78 
79 
Mean Square 
258.168 
4.319 
145.416 
3.969 
87.449 
5.098 
99.712 
4.195 
F 
59.776 
36.638 
17.155 
23.772 
Sig. 
.000(a) 
.000(b) 
.000(c) 
.000(d) 
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Table-4.20(b): Coefficients 
Sub-sample 
Groups 
Assistant 
Professors 
Associate 
Professors 
Professors 
Model 
Step-1 
Step-2 
Step-1 
Step-1 
Predictors 
(Constant) 
Supervisory 
Behaviour 
(Constant) 
Supervisory 
Behaviour 
Autonomy in 
Organization 
(Constant) 
Employee-
Centered 
Management 
(Constant) 
Transparency 
Unstandardized 
Coefficients 
B 
4,466 
.437 
3.119 
.286 
.225 
7.537 
.217 
7.699 
,258 
Std. Error 
.897 
.057 
.980 
.076 
.078 
.777 
.052 
.722 
.053 
Standardized 
Coefficients 
Beta 
.649 
.424 
.322 
.352 
.483 
t 
4.977 
7.731 
3.182 
3.776 
2.869 
9.702 
4.142 
10.66 
2 
4.876 
Sig. 
.000 
.000 
.002 
.000 
.005 
.000 
.000 
.000 
.000 
Criterion Variable: Self Actualization Need 
The findings again emphasize the role of 'supervisory behaviour' and 
'autonomy' in fulfilling the 'self actualization need' at the level of 'Assistant 
Professors'. It is imperative to note that since last several decades, flexible 
'supervisory behaviour' providing greater autonomy to employees is considered as an 
important strategy at work place to promote the sense of autonomy leading to higher 
work efficiency through the fulfillment of 'self actualization'. Although, the above 
factors are important but in case of 'Associate Professors', 'employee-entered 
management' also emerged as significant predictor of 'self actualization need'. With 
regard to this aspect, it is to say that 'employee-centered management' contains a 
wide range of meaning which even includes 'supervisory behaviour' and 'autonomy 
in organization'. Hence, this factor seems to be an important determining factor of the 
fulfillment of 'self actualization need, especially in case of 'Associate Professors'. 
Similarly, the sub-group of 'Professors' are also found to have the sense of the 
fulfillment of 'self actualization need' when everything at work place are in order, 
especially work scheduled, policies and other decision-making avenues and 
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opportunities are quite transparent where no one has any doubt to discharge his/her 
responsibilities. This is the reason why 'transparency' stood out to be a significant 
predictor of satisfaction with 'self actualization need' for the group of 'Professors'. 
At length, having deliberated on the findings of the present large study, it is to 
say that findings and their interpretations will definitely fill the void of knowledge, 
especially in this area of study and will lead to help the organizations and academic 
institutions to design and develop be-fitting strategy to enhanced employees 
commitment and satisfaction at work place. Moreover, it also paves the way for 
further research in the similar direction. 
165 

Jn the light of the whole endeavour of the present research conducted on the 
research problem entitled 'self-concept and organizational identification as 
determinants of organizational commitment and job satisfaction', the following 
conclusions have been drawn which are being presented sample-wise. 
Total Sample of University Teachers 
A look over the Table-5 of 'Results at a Glance' provides the entire picture of 
significant predictors of criterion variables viz., organizational commitment and job 
satisfaction. It is evident from the S. No. 1 of the table that 'organizational 
commitment' is significantly determined by three predictor variables viz., 'self-
concept', organizational belongingness' and 'organizational identification'. 
Having described organizational commitment as a whole, this is being 
highlighted dimensions-wise as organizational commitment is composed of three 
components. S. No. 2 of the table shows significant predictors of 'affective 
commitment' for the total sample. It is found that 'self-concept' and 'organizational 
prestige' emerged as significant predictors of'affective commitment'. 
The; significant predictors of 'continuance commitment' have been given at S. 
No. 3. It shows that 'self-concept', 'organizational prestige', 'organizational 
belongingness' and 'organizational identification' are the significant predictors of 
'continuance commitment'. 
For 'normative commitment', four significant predictors viz., 'self-concept', 
'organizational belongingness', 'transparency', and 'organizational identification' are 
obtained (S. No. 4). 
Table-5 
Results at a Glance 
! Significanf :§ignificant Significant Significant 
S. No. Giiterion Predictors Predictors Predictors Predictors 
ViariabWs (Total (Assistant (Associate (Professors) 
I Sample) Professors) Professors) 
Organizational SC, OB, 01 OP, 
Commitment Au in O 
Affective SC, OP OP 
Commitment 
Continuance SC, OP, 01 
Commitment OB, 01 
Normative SC, OB, T, OP, 
Commitment 01 AU in O, 
ECM' 
Job SB, 01 SB, 01 
Satisfaction 
LOH Security Need SB, 01 SB 
Social Need 01 OB, 01 
Esteem Need OP, SB OP, SB 
G ^ Need for AuinO, ECM 
Autonomy SB, T 
Um Self AuinO, AuinO, SB 
Actualization SB, T 
Need 
SC Self-concept 
OP Organizational Prestige 
OB Organizational Belongingness 
Au in O Autonomy in Organization 
ECM Employee-centered Management 
PO Promotional Opportunity 
SB Supervisory Behaviour 
X Transparency 
01 Organizational Identification 
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SC, OP, OB SC, PO, 01 
T,OI 
OB, OP 
Au in O, PO 
01 SC,OB,T 
OP, T, 01 
01 
01 
PO 
01 
SB 
ECM 
OB 
SB,T 
SB 
01 
SB 
SB,T 
S. No. 5 of the table showing resuhs at a glance highlights 'supervisory 
behaviour' and 'organizational identification' as significant determinant of 'job 
satisfaction' for the total sample. 
Since 'job satisfaction' has five important need categories, hence, satisfaction 
with 'security need', the lowest order need is found to be significantly determined by 
'supervisory behaviour' and 'organizational identification' (S. No. 6). Only 
satisfaction with 'social need' is predicted by one variable that is 'organizational 
identification' as highlighted at S. No. 7. 'Organizational prestige' and 'supervisory 
behaviour' have been found as significant predictor of satisfaction with 'esteem need' 
as given in S. No. 8. The S. No. 9 of the Table-5 indicates that satisfaction with 
'autonomy need' is found to be significantly determined by 'autonomy in 
organization', 'supervisory behaviour' and 'transparency' in organization, and 
'Autonomy in organization', 'supervisory behaviour' and 'transparency' again 
found to emerge as significant predictors of satisfaction with 'self actualization need' 
(S. No. 10). Having highlighted the significant predictors of total sample, onward 
description will be for the various sub-sample groups namely, 'Assistant Professors', 
'Associate Professors' and 'Professors'. 
Sub-sample group of Assistant Professors 
Ta.ble-5 of results at a glance also provides a very comprehensive picture of 
each category of university teachers. So far as 'Assistant Professors' are concerned, it 
is evident that 'self-concept' has not been found as significant predictor of any of the 
criterion viiriable, where as 'organizational prestige' is found to predict significantly 
to 'organizational commitment', 'affective', and 'normative' commitment 
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(dimensions of 'organizational commitment'), satisfaction with 'esteem need'—a 
dimension of'job satisfaction'. 
'Autonomy in organization' is found to significantly determine 'organizational 
commitment' and its one dimension i.e., 'normative commitment' as well as 
satisfaction with 'self actualization need'- a facet of 'job satisfaction' for the group of 
'Assistant Professor'. 
'Organizational identification' is found to determine significantly to 
'continuance commitment' (a dimension of 'organizational commitment'), 'job 
satisfaction' as a whole and its one of the dimension namely, satisfaction with 'social 
need'. 
Perceived 'employee-centered management' is found to predict significantly 
to 'normative commitment' as well as one of the dimension of 'job satisfaction' i.e., 
satisfaction with 'autonomy need'. While, 'organizational belongingness' is foimd to 
determine significantly to satisfaction with 'social need'. 
It is to mention that 'supervisory behaviour has not been found instrumental 
for significantly predicting 'organizational commitment' and its various dimensions 
but it has its impact to determine significantly overall 'job satisfaction' and its 
dimension viz., satisfaction with 'security need', 'esteem need' and 'self actualization 
need'. 
Sub-sample group of Associate Professors 
This group of academicians is found to be influenced by their 'self-concept' 
but only \^ith regard to their 'organizational commitment'. 
'Organizational prestige' is found to influence 'organizational commitment' as 
a whole and its one of the dimension namely, 'normative commitment'. 
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'Organizational belongingness' is found to determined significantly 
'organizational commitment' and its only one dimension viz., affective commitment. 
'Transparency' is found as significant predictor of 'organizational 
commitment' as a whole and it's one of the dimensions namely, 'normative 
commitment'. 
'Organizational identification' seems to emerge as a most commonly knovra 
predictor variable to determined overall 'organizational coiranitment' and its two 
dimensions viz., 'continuance commitment' and 'normative commitment' whereas, it 
is also foimd to determine significantly over 'job satisfaction' and its two dimensions 
namely, satisfaction with 'security' and 'esteem' need. 
'Promotional opportunity' is found to predict significantly to 'affective 
commitment' and satisfaction with 'social need', whereas, 'autonomy in organization' 
detennined only one criterion variable i.e., 'affective commitment'. 
'Supervisory behaviour' as well as 'employee-centered management' also 
found to emerged as significant predictors for satisfaction with 'autonomy' and 'self 
actualization' need respectively. 
Sub-sample group of Professors 
The last category of teaching facuhies is that of 'Professors', Professor overall 
'organizational commitment' is found to be significantiy predicted by 'self-concept', 
'promotional opportunity' and 'organizational identification'. 
'Affective commitment'- a dimension of 'organizational commitment' is 
significantly predicted by only one predictor variable viz., 'organizational prestige'. 
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Another facet of 'organizational commitment' is found to be significantly 
predicted by 'self-concept', 'organizational belongingness' and 'transparency' in 
organization. 
The next facet of 'organizational commitment' is that of 'normative 
commitment' which is found to be the function of 'organizational belongingness'. 
Overall 'job satisfaction' was found to be significantly predicted by 
'supervisory behaviour' and 'transparency', 'supervisory behaviour' to predict 
significantly to satisfaction with 'security need', 'organizational identification' to 
satisfaction with 'social need', 'supervisory behaviour' again to satisfaction with 
'esteem need', 'supervisory behaviour and 'transparency' to satisfaction with 
'autonomy need', and 'transparency' is found to determine satisfaction with 'self 
actualization need'. 
Above highlighted findings have been presented to provide results in the table 
meant for showing results at a glance. It can be concluded from the above findings 
that all the predictor variables are found important to determine the criterion variables 
namely, 'organizational commitment', 'job satisfaction' and their various facets but it 
is important to highlight that all predictor variables are variably found to significantly 
determine criterion variables either individually and/or in different unequal and 
dissimilar fashion. However, pattern of results argue the importance of all significant 
predictors for criterion variables. 
Implications 
Since the present piece of research work is an empirical one on a very lively 
and challenging problem which the organizations are facing today, therefore, the 
findings of the present investigation have their great implications in improving 
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organizational effectiveness through enhancing worlcers 'commitment' with the 
organization and boosting-up their level of 'job satisfaction'. Although, the significant 
predictors are not uniform in influencing employees' 'commitment with the 
organization' as well as with their level of 'job satisfaction', but if all the factors are 
being taken carefully for developing organizational culture and/or practices in such a 
way that may subsequently enhance employees' commitment with organization and 
may also positively determine employees' 'job satisfaction' because the two criterion 
variable viz., 'organizational commitment' and 'job satisfaction' are considered to be 
the hallmiU'k of organizational efficacy and organizational effectiveness at large. 
Moreover, the identified significant predictors may be undertaken for 
designing training programme for supervisors whose role in organization are 
significantly important for the employees to develop their (employees) commitment 
with orgajiization as well as to feel satisfaction. Hence, in the light of the above 
contentions, it is clear that the present study has two-fold implications. One for 
developing conducive organizational culture and practices and the other for designing 
training programs for supervisors and also definitely for employees in changing their 
pro-work oriented perceptions. 
Suggestions 
In the light of the pros and cons of the study, the present investigator feels 
about the jjresent investigation which definitely is not free from limitations that are 
likely to hamper the generality of the findings. Therefore, following suggestions are 
being put-forth if similar research investigations are to be conducted in future. 
1. Since, the present investigation was imdertaken on the sample of teachers taken 
from a central university viz., A. M. U. Aligarh, so its findings have their 
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limitation for generalizing over the similar sample of state-run and/or private 
universities. Therefore, it is suggested that a comparative study be made in 
future among central government-established universities, state universities, and 
private universities. 
2. Instead of taking self-concept and organizational identification as determining 
variables of criterion variables, organizational culture and organizational climate 
should also be studied in relation to organizational commitment and job 
satisfaction. It is because of the reason that such investigation will provide much 
comprehensive and clear picture for determining criterion variables. 
3. Thirdly, it is suggested that the study should be designed in such a way that 
direct as well as interactional effect be seen on criterion variable by using 
ANOVA because some time it provides more clear picture of cause-effect 
relationship. 
4. Lastly, it is being suggested on the basis of constraints the present research 
faced with regard to the choice of the tool because length of the tool/instrument 
irritate respondents while replying to the lengthy questionnaires. Since, 
psychological tools are important and inevitable means of psychological 
researches, so this suggestion must be properly taken care of with utmost 
importance and priority. 
In a nutshell, Table-6 emphasize on the basis of the frequency of the occurrence 
of the significant predictor variables that over-all organizational identification 
influenced 17 times to different criterion variables whereas, supervisory behaviour-
14 times; organizational prestige- 10 times; transparency- 9 times; self-concept- 7 
times; au1;onomy in organization- 6 and employee-centered management and 
promotional opportimity- 3 times each. In this regard, it is imperative to mention that 
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Frequency of Predictor Variables 
1 ) . - i . [ : r t ' , . , ' ' t i r t ' n , i 
Self-concept 
Organizational Prestige 
Organizational Belongingness 
Autonomy in Organization 
Employee-centered Management 
Promotional Opportunity 
Supervisory Behaviour 
Transparency 
Organizational Identification 
' ' i j j n . i m ' 
7 
10 
8 
6 
3 
3 
14 
9 
17 
all the predictor variables were found significant but they differ in their frequency in 
significantly predicting either of the two criterion variables. The frequency of each 
significant predictor have already been given above which have been discuss in 
detailed in the main chapter of the thesis devoted to results and discussion. 
Last Words: The work contained in the thesis bears a wide range of generality 
and implications for the work organizations specially, while any effort is being made 
for developing best organizational policies and culture for enhancing pro-organization 
attitude, perception and commitment of employees for maximum utilization of their 
(employees) resources for effective work performance. 
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'The present empirical research leading to Ph.D. in psychology has been presented in 
five standard chapters. Chapter-I highlights a brief history and description of the 
concepts and meaning of various criterion (organizational commitment and job 
satisfaction) and predictor variables (self-concept and organizational identification) 
along with the relevance of these in this modem world of work for improving 
individual/group efficiency as well as organizational effectiveness. Organizational 
commitment and job satisfaction are the best indicators and determiners of 
organizational success because success of any organization mainly depends on 
employees' commitment and satisfaction with work and the organization. If 
employees of the organization are not committed and satisfied with their job, they are 
likely to get less motivation at work. Therefore, lack of commitment and satisfaction 
with work as a function of positive self-concept and organizational identification are 
likely to have an adverse effect on organizational effectiveness and success. In view 
of the importance of the above variables, the present problem of research was 
undertaken to identify the significant predictors (self-concept and organizational 
identification) of organizational commitment and job satisfaction in quest of making 
any rightful organizational effort for maximizing employees' motivation subsequently 
leading to their effective work performance. 
Among the various concepts used here, organizational commitment is one of 
the criterion variables that refer to an inner force which binds the employees with the 
organization where they work. Highly conmiitted employees identify with 
organizational goals and value them as their own, hence, exert considerable effort. 
Such employees are energetic, open, devoted and are most likely to perform extra role 
behaviour beyond the required job duties and ready for doing anything for the success 
of the organization they belong. Therefore, organizational commitment is regarded as 
one of the most representative dimension of organizational behaviour for 
organizational success. Similarly, job satisfaction—another criterion variable refers to 
sense of happiness and satisfaction in terms of employees' needs that are associated 
with their job. When an individual perceives his or her expectations likely to be 
fulfilled and feel accepted and treated as valued member of the organization and 
perception of being paid equitable are likely one to evaluate job positively that in turn 
make an; individual to get satisfied with the job. Satisfied worker are likely to be more 
productive, creative and may have favourable evaluation of their job based on their 
observations and emotional experiences. The phenomenon of self-concept which is 
one of the predictor variables describes persons' perception and understanding about 
oneself that is developed from the experiences that he/she gains through the 
interaction in social world and are concerned with one's personality traits, abilities, 
physical features, values, goals, and social roles. The need to think positive and feel 
positive about oneself helps in the achievement of individuals and organizational 
goals. More generally, in every walk of life, individuals can achieve more, if they feel 
competent in what they do (in realistic sense), are self confident, and feel positively 
about themselves. Those employees who think and feel more able to perform 
particular tasks, will actually perform better on these task, will persist in the face of 
adversity, and will cope more effectively vsdth change are viewed by Parker (1998). In 
view of Pierce and Gardner (2004) organizational researchers have shown that 
employees who believe themselves to be valuable persons in organizations have 
higher work motivation and more favourable attitudes toward their jobs and 
organizations than those who do not. Therefore, researcher agreed that one's self-
concept was extremely valuable and must be protected and enhanced (Grubb and 
Grathwohl, 1967; Belk, 1988). Apart from self-concept, organizational identification 
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is also tiiken as another predictor variable that refers to the employees' perception 
toward the organization as whole that will reflect employees' sense of belongingness 
and attachment with the organization. An individual who identified strongly with 
his/her organization is most likely to strike hard in the accomplishment of 
organizational goals and sometimes such people are motivated in the accomplishment 
of organizational goals beyond their capacities were the contentions of Katz and Khan 
(1978). Organizations with high levels of employees identification with, therefore, 
may have more cohesive work atmosphere and greater levels of cooperation, 
involvement and altruistic behaviour, including greater levels of citizenship behaviour 
and support for the organization. The chapter also highlights the objective and 
relevance; of the study 
In the light of theoretical and empirical evidences, the major objective of the 
present investigation was to examine the predictive efficacy and impact of self-
concept and organizational identification on organizational commitment and job 
satisfaction of the university teachers. To the present investigator organizational 
commitment and job satisfaction phenomena are likely to have greater implications so 
far as individual as well as organizational efficiency leading to organizational 
effectiveness are concerned. Therefore, in-depth investigation of these two work 
related behavioural outcomes were undertaken as a function of self-concept and 
organizational identification. The sub-objectives of the study were manifold that are 
being deliberated as (1) self-concept will significantly predict or determine 
organizational commitment and job satisfaction and their various determinants for 
total samph;, as well as, for the three hierarchies of teachers separately, and (2) 
organizational identification and its various facets will significantly determine and 
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predict organizational commitment and job satisfaction and tlieir various dimensions 
for total sample, as well as, for the three hierarchies of teachers separately. 
In addition to the above major and sub-contentions, the study was also 
endevoured to investigate the quantum of contribution of each significant predictor 
variable on criterion variables viz., organizational commitment and job satisfaction 
and their niunerous determinants. 
Having accomplished the objectives of the investigation, the researcher has 
come across the various facts, if those could have been properly managed in boosting 
organizational commitment and job satisfaction of the employees at work place then 
these will help the organization to develop or create such an environment and 
opportunities where organizations may work with higher efficiency leading to 
enhance organizational effectiveness, hence, all these mentioned-above, in turn, 
signify the relevance of the study. 
Chapter-Il deals with the survey of literature of all criterion and predictor 
variables in the same manner and sequence as mentioned in Chapter-I. In the light of 
the survey of literature, it has been found that self-concept and organizational 
identification along-with its dimensions have never been studied in relation to 
organizatioaal commitment and job satisfaction simultaneously but there are a few 
studies relaited to self-concept which has been studied in relation to organizational 
commitment and job satisfaction. The same way organizational identification has 
been studied in relation to organizational commitment and job satisfaction. Therefore, 
since survey of literature has provided clear-cut relationship or direction, hence, 
alternate hypotheses were framed for empirical investigation. Hypotheses framed 
were (1) self-concept will significantiy predict organizational commitment as a whole 
and its various dimensions for the total, as well as, the sample of various sub-groups 
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of teachers based on designations; (2) self-concept will significantly predict job 
satisfaction and its various facets for the total as well as, the sample of various sub-
groups of teachers based on designations; (3) organizational identification and its 
various dimensions will significantly predict organizational commitment and its 
various determinants for the total as well as, the sample of various sub-groups of 
teachers based on designations; (4) organizational identification and its various 
dimensions will significantly predict job satisfaction and its various determinants for 
the total as well as, the sample of various sub-groups of teachers based on 
designations. The Chapter II comes to an end after formulating hypotheses in the light 
of survey of available literature. 
Method opted in carrying out research investigation has been presented in 
Chapter-Ill. The study was conducted on the sample of university teachers that 
consisted of 'Assistant Professors' (ni = 84), 'Associate Professors' (na = 123), and 
'Professors' {nj = 80) thus, the total sample size consisted of N = 287 university 
teachers. 
Organizational commitment scale developed by Shah and Ansari (2000) 
consisted of 15 items covering 3-dimensions viz., affective commitment, continuance 
commitment and normative commitment was used for measuring employees' 
organizational commitment. For job satisfaction, a scale developed by Porter (1961) 
having five dimensions namely satisfaction with security, social, esteem, autonomy 
and self actualization needs, was used for-measuring job satisfaction, and the 
phenomenon of self-concept by using a self-concept inventory developed by Mohsin 
(1976); and self developed organizational identification scale was used for measuring 
respondents' organizational identification; and for taping information with regard to 
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biographical information of the respondents, a biographical information blank (BIB) 
was prepared and used. 
In analyzing the data multiple regression analysis was considered to be an 
appropriate and be-fitting technique. Therefore, this technique was applied to 
determine the significant predictors of organizational commitment and job 
satisfaction. Multiple regression analysis (MRA) is convenient statistical technique in 
which entire data are used. The whole analyses were done with the help of SPSS—a 
statistical package. 
The findings of the study have been presented in Chapter-IV under 20 tables 
which contain the details of significant predictor variables of the two criterion 
variables- 'organizational commitment' and 'job satisfaction'. In a nutshell, it is to 
emphasize on the basis of the frequency of the occurrence of the significant predictor 
variables that over all 'organizational identification' influenced 17 times to different 
criterion variables whereas, 'supervisory behaviour'- 14 times; 'organizational 
presfige'- 10 times; 'transparency'- 9 times; 'self-concept'- 7 fimes; 'autonomy in 
organization'- 6 times and 'employee-centered management' and 'promotional 
opportunity'- 3 times each. In this regard, it is imperative to mention that all the 
predictor variables were found significant but they differ in their frequency in 
significantly predicting either of the two criterion variables. The frequency of each 
significant predictors have already been given above which have been discuss in 
detailed in the main chapter of the thesis devoted to 'results and discussion'. At 
length, conclusion, implications and suggestions have been given in the last chapter 
(Chapter-V) of the thesis. The conclusion have already been presented above and in 
describing the implication of the study, it has been highlighted that the findings of the 
present investigation have their great implications in improving organizational 
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effectiveness through enhancing worker 'organizational commitment' and 'job 
satisfaction' by properly taken care of the significant predictors, especially which are 
occurring in the greater frequencies to influence either of the two criterion variable. In 
view of the finding, a few suggestions have also been put-forth that may be proved 
helpful if those aspects would have been properly taken care of in carrying out future 
similar research investigations for more scientific authenticity and wider generality. 
At length, it is desirable to stress upon the fact that researches are always 
unending, hence, the exercise of researching is a continuous process because of 
changing pattern of everything, especially the psycho-social makeup of human being 
with the passage of time, place and situations. In view of this fact, the present 
researcher firmly believes that the present investigation inspite of all precaution 
would be having pitfalls beyond the present researcher's cognizance and control. 
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Dear Respondent, 
I am puirsuing research on the topic entitled "Self Concept and Organizational 
Identification as determinant of Organizational Commitment and Job Satisfaction". 
Here, a '^ery important request to you that please read each and every statement 
carefully and answer them honestly because the success of the study will depend on 
your honest response and do not leave any statement unanswered. Be sure, your 
responses will kept strictly confidential and will be solely used for research purpose 
only. Therefore, I hope you will extend your co-operation whole heartedly in 
achieving the objective of the study. 
Thank you 
Fatima Bii 
Research Scholar 
Deptt. of Psychology 
A.M.U. Aligarh. 
Appendix-I 
Organizational Commitment Scale 
Listed below are series of statement that represent feelings of attachment that you 
might ha.ve with your organization. Please, indicate the degree of your agreement or 
disagreement with the statement. 
S.No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
Statements 
I feel proud of being attached to my 
organization. 
I feel that I would be at loss when I 
would be leaving this organization 
I have a firm conviciion of not leaving 
job in this organization because this 
organization has helped me to stand on 
my feet. 
I can never think of leaving this 
organization even if my promotion is 
delayed. 
Real pleasure comes to me only when I 
accomplish the task. 
I live, eat and breathe my job in this 
organization. 
I feel sorry and dissatisfied when I fail 
to utilize my utmost efforts for meeting 
the goal of this organization. 
I don't leave the work place unless I 
complete my task/work. 
My organization is sufficiently 
fulfilling my needs which other 
organization cannot do. 
I love to work for m) organization. 
What status I am enjoying here, I could 
not have found it in other organization. 
Strongly 
disagree 
1 2 3 4 5 6 
Strongly 
agree 
7 
II 
12. 
13. 
14. 
15. 
Persona] benefits are more important to 
help promote organization 
development. 
I do not delay my work because I 
cannot take any risk of being kicked 
out from my organization. 
I believe one should not over-stay in 
the organization at tlie cost of family 
affairs. 
My organization has provided me 
opportunity to live with dignity on this 
earth. So, I can nevei* think to switch-
over to other organization. 
Ill 
Appendix-II 
Job Satisfaction Scale 
Fifteen job items have been listed below and you are requested to indicate the extent 
to which each aspect IS PRESENT in your job. So, please rate each item on 5-point 
scale. Assign '5 ' to the aspect which is present in the maximum degree and ' 1 ' to the 
aspect which is in minimum d(;gree in your job. 
s. 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
Statements 
The opportunity fcr personal growth and 
development. 
The pay for my job. 
The prestige of my job in the department. 
The opportunity in my job for participating in setting 
of goals. 
The felling of worthwhile accomplishment in my 
job. 
The opportunity in n:iy job for participating in 
determination of method and procedures. 
The feeling of self-fulJiUment a person gets from 
being in my job. 
The; prestige of my job outside the department. 
The felling of security in my job. 
The opportunity in my job to help other people. 
The opportunity for indijpendent thought and action 
in my job. 
The opportunity to dev(jlop close friendship in my 
job. 
The felling of being knows in my job. 
The authority coimected with my job. 
The felling of self-esteesn a person gets from being 
in my job. 
Mini-
mum 
1 2 3 4 
Maxi-
mum 
5 
IV 
Appendix-Ill 
Mohsin Self-Concept Inventory 
Given below are some stateirients that describe your perception about yourself. You 
have to read each statement carefully and judge whether it correctly describes you. If 
you thin!;: it is applicable to you, put a tick (V) mark on "Yes" if not then on "No". 
S.No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
Statements 
I have control over my impulses. 
I am not overpowered by emotions. 
I have clear ideas about most matters. 
Whenever I take decision, I translate it into action. 
I do not get easily irritated. 
I can easily recall what I have learned earlier. 
I do not take long to airive at a decision. 
I do not bear malice against anybody. 
My intelligence can be: rated as above the average. 
I do not have imaginary fears. 
I have a strong memory. 
Once I make up my mind about anything, I stick to it. 
I do not lose self control when anybody offends me. 
I am capable of observing minute details. 
When I am in conflicting situation, I do not find it difficult 
the conflict. 
I can well imagine a situation even without having observed it 
I do not resort to wishf J1 thinking. 
I am prepared to sacrifice my own interest for the good of my 
I do not have difficulty in thinking out clearly the soluti 
problem. 
I do not desire what is not possible for me to achieve. 
I do not change my plans too frequently. 
Yes No 
V 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
I can keep away all distracting thoughts when applying my 
problem. 
I get sudden flashes; which guide me when I am facing 
situation. 
None can persuade me to take a decision which I do not think 
1 am deeply affected when I find someone in distress. 
I do not mix issues. 
I am not carried away by temptations. 
I am not overawed by any person. 
My judgments about other persons are generally correct. 
I am not dominated b}' self-interest. 
While discussing any matter, I do not create confusion. 
My actions are governed by some principles. 
Power does not affect me. 
I do not have any difficulty in expressing my ideas. 
Once I adopt a course of action, I do not bother about its result 
In deciding any issue, 1 am not compelled by circumstances. 
I forgive other faults. 
I am not suspicious about others. 
I can be safely trusted by others. 
I cim rightly guess the; other person's intentions by just obs 
behaviour. 
My actions do not falsify the expectations, I raise in others. 
I am not used to finding faults with others. 
I do not jump to a conclusion. 
I generally decide things for myself 
My memory is generally faultless. 
I am not altogether earned away by impulses. 
I am not an unprincipled person. 
M}' thinking is not confused. 
VI 
Appendix-IV 
Organizational Identification Scale 
Listed below are a series of statements that represent your perception of oneness to 
the organization. Please indicate the degree of your agreement or disagreement with 
the statement. Responses to each item are to be answered following a 7-point scale 
labeled as: 
s. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Statements 
I feel that this organization has enhanced 
my social status. 
My organization and me are the right 
match. 
My organization provides adequate 
freedom at work. 
I am happy to be the part of my 
organization because it's functioning is 
employee-centered. 
I find enough opportunities for progress 
and prosperity in my organization. 
I get recognition, I want rjrom the 
organization. 
Everyone laiows about hi s/her 
performance level in my organization. 
I feel privilege of being part of the 
organization, I am working for. 
I have a lot of attraction for my 
organization. 
My organization provides opportunity to 
use talents/skill for better performance. 
I have the opportunity to adopt best 
possible way to perform the task. 
There is an ample opporttmity to progress 
in my organization. 
My views on organizational effectiveness 
are honored by the manag;ement. 
Strongly 
disagree 
1 2 3 4 5 6 
Strongly 
agree 
7 
VII 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
My organization policies, action and 
decision are highly predictable. 
My organization occupies social prestige. 
I never think of leaving my organization. 
This organization gives me enough 
opportunities to express my talents. 
My organization believ€:s in employee-
oriented administration. 
My organization offers opportunity to 
harnessing skill. 
People respect each other in my 
organization. 
My organization believes in 
open/transparent organi2ational 
administration. 
VIII 
Appendix-IVA 
Item Analysis 
Organizational Identiflcation Scale 
Items No, 
Items-1 
Items-2 
Items-3 
Items-4 
Items-5 
Items-6 
Items-7 
Items-8 
Items-9 
Items-10 
Items-11 
Items-llsisnificant at .01 level < 
Items-13 
Items-14 
Items-15 
Items-16 
Items-17 
Items-18 
Items-19 
Items-20 
Items-21 
Coefficients of Correlation 
.386* 
.524* 
.487* 
.5* 
.574* 
.559* 
.468* 
.605* 
.608* 
.703* 
.672* 
)f confidence-773* 
.618* 
.367* 
.463* 
.603* 
.690* 
.725* 
.612* 
.443* 
.661* 
* significant at .01 le^ /el of confidence 
IX 
Appendix-V 
Biographical Information Blank 
Please furnish the following information: 
1. Age 
2. Sex 
3. Religion 
4. State/City 
5. Qualification 
6. Rural/Urban 
7. Marital status 
8. Designation 
9. No. of dependents 
10. Total work experience 
11. Number of promotions earned till now 
12. Work experience in the; present organization 
13. General health (Very Good / Good / Neutral /Poor 
/ Very Poor) 
X 
